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ABSTRACT 
 
Problem: In recent times, the discussion on diversity has shifted to that of inclusion.  
Employee inclusion plays an integral role in the quality of the organisational 
environment to create an organisation that maximises and leverages diverse talents, 
backgrounds and perspectives of all employees to increase organisational success. 
Inclusion has emerged as a fairly contemporary area of exploration while diversity 
embraces a rich body of research. Leadership theorists have yet to discover an 
approach to inclusive leadership. It is interesting to note the lack of integration 
concerning the relationship between leadership behaviours and employee inclusion 
within a South African context, thus it is worth exploring what meaning and 
interpretation employee inclusion holds in a diverse South African work context.  
Aim of the study: The aim of this study was to determine whether a relationship exists 
between leadership behaviours and employee inclusion.   
Method: A literature study was conducted to explore work previously done regarding 
leadership behaviours and employee inclusion. For the empirical study, a positivistic 
paradigm with a quantitative research method was utilised. The confectionary 
organisation under study is situated in the Eastern Cape province of South Africa. The 
leadership behaviours of production line managers (n = 11) contributing to employee 
inclusion of production line workers (n = 141) was studied by means of a survey in the 
research design. To compensate for the simplistic responses to complex issues, both 
closed-ended and open-ended surveys were administered. Random sampling was 
selected as the sampling strategy for this study. In addition, the research study made 
use of both inferential and descriptive statistic techniques.  
Results: A statistically significant relationship exists between leadership behaviours 
and employee inclusion. The findings reveal that production line managers generally 
believe that they exhibit leadership behaviours associated with employee inclusion, 
whereas production line workers generally believe that their managers exhibit certain, 
but not all leadership behaviours associated with employee inclusion. Furthermore, 
production line managers leaned towards a positive point of view of their perception of 
the extent to which production line workers experience employee inclusion. However, 
 viii 
 
the majority of production line workers leaned towards a negative point of view whilst 
the minority leaned towards a positive point of view in relation to the extent to which 
they experience employee inclusion. 
Conclusion: These findings suggest that components of leadership behaviour namely 
commitment, courage, cognizance of bias, curiosity, cultural intelligence and 
collaboration correlate strongly to employee inclusion in terms of uniqueness and 
belongingness. The leadership behaviours discussed in the literature and empirical 
study can contribute to future studies in terms of creating an inclusive leadership 
approach or style as this has not been discovered yet. 
Recommendations: Leaders should be aware of their leadership behaviours and 
familiarise themselves with and implement the preferred leadership behaviours for 
employee inclusion through self-development initiatives, leadership training and social 
change initiatives. Furthermore, leaders should practice leadership behaviours and 
techniques based on each situation, individual or group with a specific focus on the six 
signature traits of an inclusive leader and finally, organisations should create 
opportunities for employees to give feedback to their managers to raise awareness 
around the importance of employee inclusion. 
KEYWORDS: leadership behaviour, employee inclusion, diversity, uniqueness, 
belongingness. 
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CHAPTER 1 
INTRODUCTION TO STUDY 
 
1.1  INTRODUCTION  
 
Concerns about leadership behaviour and the impact on employees in the workplace 
are not new.  There has been much discussion amongst international industries such 
as Catalyst, Korn Ferry and Deloitte around whether leadership behaviours and styles 
influence the level of inclusivity in the workplace or whether inclusion is related to other 
factors (Bourke & Dillon, 2012a; Prime & Salib, 2014, and Tapia & Lange, 2016). It is 
difficult to discuss inclusion in the workplace without considering leadership 
behaviour. In modern organisations, with high levels of diversity amongst employees, 
the inclusive leader’s role is to enhance and encourage participation and advancement 
of all members of the group that they lead. This research focused on the impact of 
leadership behaviour on production line workers by using the concept of employee 
inclusion (Shore, Randel, Chung, Dean, Erhart and Sigh, 2011). 
 
In early literature, it is reported that managers (leaders) deemed employees as 
machines. One of the most prominent figures in Industrial Psychology, Fredrick Taylor, 
proposed the theory of scientific management, which postulates that managers are 
best-suited for thinking and planning while workers are best-suited for labouring 
(Jordan, 1992). However, Hugo Munsterberg, a pioneer of Industrial Psychology 
introduced a different perspective in which he emphasized three questions, namely: 
“How we can find employees whose mental qualities make them best fitted for the work 
which they have to do; secondly, under what psychological conditions can we secure 
the greatest and most satisfactory output of work from every man and thirdly, how can 
we produce most completely, the influences on human minds which are desired in the 
interest of business?” His approach was grounded in positive psychology where 
employees were not just seen as labourers but as key contributors to work success 
(Porfeli, 2009). 
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This research study sought to make a worthwhile contribution as it aimed to investigate 
the impact of leadership behaviour on employee inclusion to better understand this 
important relationship. The focus was to investigate the leader’s role in employee 
inclusion. 
 
According to Prime and Salib (2014), leadership behaviour is the most important aspect 
in creating an inclusive working environment. The achievement of organisational goals, 
objectives and employee inclusion within the workplace largely depend on the leader 
and their leadership behaviour. The implementation of a particular leadership behaviour 
affects employee related aspects such as job satisfaction, employee performance and 
most importantly, inclusivity. Thus, Mosadeghard (2006) describes leadership 
behaviour as an anthology of attitudes, characteristics and skills used by a leader in 
contrasting situations in alignment with individual and organisational values. 
 
Previous literature sources on inclusion provide some insight into the various 
leadership theories that have been used to represent inclusion. Elements of an 
inclusive leader are echoed in studies concerning transformational leadership styles 
(Botha, Kiley and Werner, 2013). Although numerous authors (Shore et al., 2011; Prime 
and Salib, 2014 and Tapia and Lange, 2016) have examined what constitutes an 
inclusive working environment, an approach focusing solely on an inclusive leadership 
style or approach is yet to be discovered (Shore et al., 2011).  Consequently, much 
effort has gone into research on inclusive leadership in the 21st century by 
various organisations (Bourke and Dillon, 2012b; Prime and Salib, 2014; Tapia and 
Lange, 2016). 
 
Recent literature sources on prospective, inclusive leadership provide a broad 
spectrum of ideas based on inclusivity and leadership with inclusion. Dillion and Bourke 
(2016) highlight six signature traits that characterise an inclusive mind set and 
inclusive behaviours that are not necessarily inheritable, but acquirable. These traits 
include commitment, courage, cognizance of bias, curiosity, cultural intelligence and 
collaboration. Dillion and Bourke (2016) further postulate complementary elements to 
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these traits of inclusion, which comprises of fairness and respect, value and belonging 
and confidence and inspiration. If one were to contextualise and align these elements 
to leaders, inclusive leadership would thus potentially entail treating employees fairly, 
personalising individuals and leveraging the thinking of diverse groups (Dillion and 
Bourke, 2016). Bourke and Dillon (2012a) suggest the starting point for any leader who 
wishes to create a more inclusive workplace is themselves. The leader should 
ultimately become an inclusive leader.   
 
1.1.1 Theoretical Framework 
 
Behavioural leadership theories are classified as such because they focus on the study 
of specific behaviours of a leader. Behavioural theorists assume that leadership is 
predicted by the behaviour of the leader and as a result, is the greatest contributing 
factor to leadership success (Fernandez, 2008). The behaviour is a result of the 
leader’s interactions with the environment. According to Fernandez (2008), the two 
most important behavioural studies conducted are that of Ohio State University in the 
1940’s and the University of Michigan in the 1950’s. The Ohio State University 
leadership study focused on identifying behaviours that were indicative of a strong 
leader as opposed to the traditional trait-orientated perspective (Fernandez, 2008). The 
study at the University of Michigan found that leaders are not necessarily born, but 
effective leadership styles can be taught (Saal and Knight, 1988). These studies paved 
the way for researchers interested in exploring leadership behaviours. Firstly, the Ohio 
and Michigan studies are foundational constructs in many modern theories of 
leadership. Secondly, focusing on behaviours rather than focusing on styles or inherent 
traits allows one to be more prescriptive in recommendations to practitioners, which 
was an applied goal for this research study.  Thirdly, these studies could act as an 
example of an attempt to integrate leadership behaviours and inclusion literature as it 
provides important theoretical and empirical background (Fernandez, 2008). In a recent 
study conducted by Deloitte Australia, six signature features that are not necessarily 
inheritable, but acquirable were identified as the traits of an inclusive leader and these 
include commitment, courage, cognizance of bias, curiosity, cultural intelligence and 
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collaboration (Dillon and Bourke, 2016). For the purpose of this study, these six 
signature features were used as the theoretical framework for the leadership 
behaviours component of this study, which ultimately foster employee inclusion. Thus, 
the study explored the relationship between these leadership behaviours and the 
concept of inclusion. 
 
1.1.2 Theoretical Framework of Inclusion 
 
Shore et al. (2011) proposed a 2 x 2 framework for inclusiveness within the 
workplace. According to Shore et al. (2011), uniqueness and belongingness work 
together to create feelings of inclusion. They argue that inclusive workplaces increase 
the benefits of diversity when an individual is able to experience a sense of belonging 
and uniqueness within the organisation (Please refer to Figure 1.1). The example 
provided was that of an employee, older than the other members of the organisation, 
but this person may be a potential source of knowledge that the organisation and the 
rest of employees can benefit from. For this reason the employee may have a strong 
sense of inclusion because they are regarded as an insider who can make a meaningful 
contribution to the success of the work group. 
 
Figure 1.1: Inclusion Framework 
 
Source: Shore et al. (2011, p. 6) 
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Within the inclusion framework of Shore et al. (2011), exclusion occurs when an 
individual is not treated as an organisational insider and their unique characteristics are 
not valued within the organisation. This in turn may lead to harmful cognitive, emotional 
and health trepidations for employees. However, assimilation occurs when an 
individual who is unique, is treated as an insider because they conform to the dominant 
norms of workplace culture. They mention that previous research found that people 
often fail to disclose information that uncovers their cultural distinctiveness if it is viewed 
as undesirable by the majority (Shore et al., 2011). Lastly, differentiation occurs when 
an individual is not treated as an organisational insider, but their unique characteristics 
are seen as valuable and are required for the success of the group. Furthermore, Shore 
et al. (2011) noted that organisations are becoming more and more inclined to the 
concept of human capital on which they place great emphasis about the unique 
capabilities of their employees as sources of competitive advantage. It is important to 
note that inclusion literature is still in its infancy. There is abundant research that reflects 
uniqueness and belongingness separately, however there is sparse but growing 
research that encompasses both themes together. Therefore, Shore et al. (2011) 
developed the 2 x 2 inclusion framework. 
 
Developing a sense of belonging is an ongoing process that involves the inclusiveness 
or exclusion from a group.  “A group is defined as two or more individuals who are 
connected to one another by social relationships” (Forsyth, 2006, p. 2).  The importance 
or value individuals attach to these societal relations speaks to the identities they create 
for themselves. Former Archbishop of South Africa, Desmond Tutu once said, “A 
person is a person through other persons.” This statement alludes to the fact that 
belonging is critical to our sense of self as a person and often we define ourselves 
through the quality of these relationships. This means that the inclusive leader should 
be able to speak to the minds and hearts of people who are different in various aspects 
(Shore et al., 2011). For the purpose of this study, Shore’s inclusion framework was 
used as the theoretical framework for the employee inclusion component of the study. 
The above discussion leads to the research aims and objectives of this study. 
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1.2  MAIN PROBLEM AND RESEARCH AIMS 
 
1.2.1 The Main Problem 
 
To what extent do managers/leaders in the confectionery organisation exhibit 
leadership behaviours that lead to employee inclusion and to what extent does the pre-
determined leadership behaviours (i.e. commitment, courage, cognizance of bias, 
curiosity, cultural intelligence and collaboration) result in employee inclusion? 
 
Research Aim 1 
To identify leadership behaviours that influence employee inclusion. 
 
This research aim was addressed by a theoretical study, which focused on the 
relationship between leaders and their subordinates and explored how this relationship 
influenced employees’ feelings of inclusion. 
 
Research Aim 2 
To identify and describe aspects of employee inclusion, such as belongingness and 
acknowledgment of individual uniqueness. 
 
This research aim was addressed by an examination of literature that outlined a 
framework for inclusion, furthermore exploring its distinctive components and the 
significance of the latter in this study.  
 
Research Aim 3 
To explore specific leadership behaviours such as commitment, courage, cognizance 
of bias, curiosity, cultural intelligence and collaboration that contribute to employee 
inclusion. 
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This research aim was addressed by a theoretical study on leadership and a specific 
focus on leadership behaviours as a new avenue for the concept of inclusive 
leadership. 
 
Research Aim 4 
To determine the extent to which production line managers in a confectionery 
organisation exhibit leadership behaviours that contribute to employee inclusion. 
 
This research aim was addressed in the empirical study by means of a questionnaire 
that was conducted at the confectionery organisation. A questionnaire was distributed 
to production line managers in a quest to determine if they exhibit the pre-selected 
leadership behaviours. 
 
Research Aim 5 
To identify the extent to which production line workers at a confectionery organisation 
experience inclusion. 
 
This research aim was also addressed in the empirical study by means of a 
questionnaire that was conducted at the confectionery organisation. A questionnaire 
was distributed to production line workers to determine the extent to which they 
experience employee inclusion. 
 
Research Aim 6 
To determine the relationship between the production line managers’ behaviours and 
production line workers’ experiences of inclusion at the confectionary organisation. 
 
This sub-problem was also addressed in the empirical study by means of a 
questionnaire that was conducted at the confectionery organisation. Both the 
production line managers and the production line workers were requested to evaluate 
the level of employee inclusion within their department and a comparison was made 
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between the exhibited leadership behaviours of production line managers and the 
experience of employee inclusion amongst production line workers. 
 
1.3  RESEARCH OBJECTIVES 
 
The research objectives were to: 
• Conduct a theoretical study on leadership with a focus on leadership behaviours 
that contribute to employee inclusion. The theoretical study also included 
reference to case studies in other countries to highlight the main characteristics 
and behaviours of an inclusive leader. This in turn represented one of the 
conceptual frameworks for this study. 
• Conduct a theoretical study on employee inclusion and distinctive 
characteristics. The theoretical study also included academic literature that 
outlined a framework for employee inclusion.  
• Conduct a close-ended questionnaire as well as an open-ended survey among 
production line managers at the confectionery organisation. The close-ended 
questionnaire was used to determine if they exhibit behaviours that contribute to 
employee inclusion. The open-ended survey was used in a quest to further 
probe their understanding of employee inclusion and suggest some of the 
leadership behaviours they practice as well as the strategies or measures they 
implement to encourage employee inclusion within their department.  
• Conduct a closed-ended questionnaire as well as an open-ended survey among 
production line workers in a selected organisation. The closed-ended 
questionnaire was used to determine the extent to which production line workers 
experience employee inclusion within their department. The open-ended survey 
was used in a quest to further probe their understanding of employee inclusion 
and what managers should do to encourage employee inclusion. It was also 
used to suggest some of the leadership behaviours their managers display as 
well as the strategies or measures their managers use to encourage employee 
inclusion within their department. 
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1.4  DEFINITION OF KEY CONCEPTS 
 
A brief explanation of the concepts used throughout the study is necessary for 
successful interpretation by the reader.  
 
1.4.1  Leadership 
 
Leadership is defined as a social process of motivating, guiding and leading a group of 
people (Myers, Abell, Kolstad and Sani, 2010, p. 459).  
 
1.4.2  Leadership Behaviour 
 
Leadership behaviour is defined as the social activities leaders use to influence a group 
of people towards the achievement of goals (Stogdill, 1974, p. 4). 
 
1.4.3  Employee Inclusion 
 
For the purposes of this study, employee inclusion refers to uniqueness and 
belongingness. Employee inclusion creates the conditions in which individuals can feel 
safe, valued and fully engaged, while believing that they can be fully themselves in 
ways that recognise, honour and appreciate their full range of social identities (Shore 
et al., 2011).  “Thus, in this sense, inclusion in work groups encourages the process of 
human development at work because it entails a sense of being at ease and engaged 
while at the same time encouraging and even requiring individuals to stretch beyond 
their comfort zones” (Ferdman, Avigdor, Braun, Konkin and Kuzmycz, 2010, p. 10). 
 
1.4.4  Uniqueness 
 
For the purpose of this study, uniqueness refers to the feeling of preserving one’s 
identity within the workplace (Shore et al., 2011).  
 
 10 
 
1.4.5  Belongingness 
 
For the purpose of this study, belongingness refers to the feeling of being an essential 
part of a work group or the emotional need to be accepted into a work group (Shore et 
al., 2011). 
 
1.5  SCOPE AND DEMARCATION OF THE STUDY 
 
Demarcating the research allows the researcher to focus on a manageable research 
structure for the successful completion of the research study. Therefore, the main 
purpose of this study was to determine the characteristics of leadership behaviours that 
ultimately result in employee inclusion and to determine the extent to which the 
production line managers and the production line workers believe that managers exhibit 
these pre-selected leadership behaviours (i.e. commitment, courage, cognizance of 
bias, curiosity, cultural intelligence and collaboration). Furthermore, it was important to 
determine the influence of these behaviours on the experience of employee inclusion. 
In the next section, the hypotheses and demarcation of the study will be highlighted. 
 
1.5.1  Research Hypotheses 
 
H1: There is a significant relationship between leadership behaviours and employee 
inclusion 
H2: The behaviours of the leader influenced the employees’ experience of inclusion 
 
1.5.2  Geographical Demarcation 
 
The empirical component of this study was conducted at a confectionery organisation, 
located in Port Elizabeth in the Eastern Cape Province. 
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1.5.3  Organisational Demarcation 
 
The research study focused on the production line managers and the production line 
workers within the manufacturing (i.e. production) division of the confectionery 
organisation. 
 
1.5.4  Target Group Demarcation 
 
The population included all of the production line managers and all of the production 
line workers in the manufacturing division at the confectionery organisation. Employees 
in other divisions were not included in this study. 
 
1.5.5  Subject Demarcation 
 
The study focused on leadership behaviours of the leader and the influence of this on 
the employee/follower experience of inclusion. 
 
1.6 RESEARCH DESIGN AND METHODOLOGY 
 
The purpose of this study was to determine the characteristics of leadership behaviours 
that ultimately result in employee inclusion and to determine the extent to which the 
production line managers and the production line workers believe that managers exhibit 
these pre-selected leadership behaviours (i.e. commitment, courage, cognizance of 
bias, curiosity, cultural intelligence and collaboration). Furthermore, it was important to 
determine the influence of these behaviours on the experience of employee inclusion.  
 
1.6.1 Phase 1: Literature Review 
 
The literature review of this study was conducted by means of a study of relevant 
scientific journals, articles, books and research documents. The literature review 
addressed research aims one, two and three.  
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Chapter 2 addressed research aims one, two and three and included a theoretical study 
on the history of leadership, leadership behaviours as well as an introduction to a new 
approach: inclusive leadership. Furthermore, it included a theoretical study on 
employee inclusion and lastly, an examination of the relationship between leadership 
behaviours and the experiences of employees. 
 
1.6.2 Phase 2: Empirical Study 
 
The empirical study was conducted by means of a closed-ended questionnaire and an 
open-ended survey which represented the data collecting tool for this study. The 
empirical study addressed research aims four, five and six.  
 
Chapter 4 addressed research aims four, five and six and included an empirical study 
in which the researcher followed a quantitative or positivistic approach to research. The 
quantitative approach arises from the belief that human phenomena and variables in 
human behaviours can be studied objectively (Ruane, 2004). According to De Vos, 
Strydom, Fouché and Delport (2011), the quantitative approach is used to answer 
questions about relationships among measured variables.  
 
To address the research aims of this study, a questionnaire was used as the measuring 
instrument. The questionnaire was developed from the theoretical literature, 
questionnaires administered in similar studies and the Perceived Insider Status Scale 
(PIS) developed by Stamper and Masterson (2002) to address the goals of this study. 
 
A pilot study was conducted to confirm the reliability and validity of the questionnaires. 
According to De Vos et al. (2011), a pilot study is the pre-testing or ‘trying out’ of a 
particular research instrument. The pilot study for this study, included a short review 
questionnaire along with the actual questionnaire. After the pilot questionnaires were 
distributed, administered and collected, questions were reviewed and no amendments 
were made as the questionnaire and survey received positive reviews from both the 
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production line managers and the production line workers who participated in the pilot 
study. The questionnaire consisted of these four sections: 
 
Section A: Biographical information 
Section B: Leadership behaviours 
Section C: Uniqueness 
Section D: Belongingness 
 
The questionnaire consisted of two formats, one for the production line managers and 
the other for the production line workers. A comparison was made between the 
responses received from the production line managers and the responses received 
from the production line workers. This comparison assisted in concluding whether the 
managers exhibited the pre-selected leadership behaviours, the extent to which these 
behaviours influenced the production line workers’ experiences of inclusion and to 
determine the relationship between leadership behaviours and employee inclusion. 
Descriptive as well as inferential statistical methods were used. The Cronbach alpha 
coefficient was used to test the reliability of the statements within the questionnaires. 
Canonical correlation analysis was used to determine the extent to which the constructs 
related to each other as measured in this study. Furthermore, it was used to determine 
the relationships between the variables of leadership behaviours and the variables of 
employee inclusion. Pearson’s Coefficient of Skewness was used to identify the degree 
of agreement or disagreement amongst respondents in terms of the extent to which 
they believed pre-selected leadership behaviours were exhibited within their working 
environment. The Mann-Whitney Test was used to analyse differences between 
median responses of production line managers and workers as well as to compare 
responses between male and female production line workers. The Kruskal-Wallis and 
Chi-square Test was used to analyse differences amongst the responses of 
participants in terms of their respective tenure. Inferential statistics allowed the testing 
of the hypothesis and whether the sample results held true in a population. 
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1.7 ETHICAL CONSIDERATIONS 
 
According to De Vos et al. (2011), ethical principles should be internalized in the 
personality of the researcher, especially when the intended research involves human 
beings. The main ethical principles considered in this research study were respect for 
persons, avoidance of harm, voluntary participation, informed consent, the right to 
withdraw from the study at any time, privacy, anonymity, confidentiality and ownership 
of data (Nelson Mandela University). Moreover, permission was sought from the Nelson 
Mandela University’s Research and Ethics Committee for approval to conduct the 
study.  
 
1.8 SIGNIFICANCE OR BENEFIT OF STUDY 
 
There has been tremendous discussion about leadership behaviour and it is hoped that 
the findings in this research will generate innovative results in terms of theoretical 
contributions to enrich the existing literature on inclusive leadership. It is expected to 
further enhance the understanding of leadership behaviour and its relation to employee 
inclusion within the workplace, whereby organisations will encourage their employees 
in leadership positions to analyse their leadership behaviours and simultaneously 
provide them with a platform to grow into inclusive leaders by offering relevant training 
and workshops. This research may serve as a foundation for future research in different 
organisational contexts as well as in different countries. Lastly, the academic society, 
including students in the field of Industrial Psychology will gain a better understanding 
of leadership behaviours and employee inclusion along with the luxury to obtain access 
to further scientific evidence on this specific phenomenon. 
 
1.9 LIMITATIONS OF THE STUDY 
 
The study was conducted at an organisation located in Port Elizabeth in the Eastern 
Cape Province of South Africa. This could possibly result in the limitation of 
generalizations to other organisations. To determine the pattern of relationships 
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between leadership behaviours and employee inclusion, more studies would be 
required within a South African context, in various industries. In this study, employee 
participation was voluntary, so therefore the results could be generalized to all 
employees in the confectionery organisation. Furthermore, the researcher was unable 
to use existing measures for this research and in turn created questionnaires with 
constructs guided by relevant literature and existing measures that specifically linked 
with the constructs within the study.   
 
1.10 LAYOUT OF THE STUDY 
 
The study is divided into five chapters: 
• Chapter 1 introduced the outline of the study and explained why the topic was 
chosen for the research. The chapter presented the problem statement, 
research aims and objectives, demarcation of the study, research methods, 
significance of the study and research limitations.  
• Chapter 2 conceptualizes leadership behaviours and its effect on employee 
inclusion.  
• Chapter 3 explains the research methods used to achieve the aims and 
objectives of the study. Aspects covered in this chapter include the research 
approach and design followed, measuring instruments used to gather data and 
the techniques and methods for the statistical analysis of the study. 
• Chapter 4 focuses on the results of the study. In this section, the results of the 
research study are reported and discussed. 
• Chapter 5 discusses the conclusion reached resulting from the research study 
as well as the research limitations and any recommendations that can be made 
to managers or leaders for future studies.  
 
1.11 CONCLUSION 
 
This chapter provided the background and motivation of the research study. It 
presented the main research problem, aims and objectives, demarcation of the study, 
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research methods used and the significance of the study. The study was on leadership 
behaviours and the influence of these leadership behaviours on employee inclusion. A 
closed-ended questionnaire and open-ended survey were conducted among the 
production line managers and the production line workers at the confectionery 
organisation in the Eastern Cape Province.  
 
Chapter two introduces the reader to the context of leadership and employee inclusion 
by means of an exploration of the relevant academic literature. 
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CHAPTER 2 
LEADERSHIP BEHAVIOURS AND EMPLOYEE INCLUSION 
 
2.1 INTRODUCTION 
 
In recent times, the discussion on diversity has seen a shift to that of inclusion.  
Inclusion has emerged as a contemporary area of exploration, while diversity embraces 
a rich body of research. Within the past few years, there has been an explosion of 
theoretical and empirical work conducted on leadership behaviours. An emerging area 
of this work is the role leaders occupy in enabling and empowering their subordinates 
in alignment with organisational success. Despite the growing body of work, there has 
been a lack of integration concerning the relationship between leadership behaviour 
and employee inclusion.  
  
The aim of this research was to investigate the relationship between leadership 
behaviour and employee inclusion. Presently, there has been much discussion 
amongst international industries such as Catalyst, Korn Ferry and Deloitte around the 
topic of employee inclusion and leadership behaviours and styles (Bourke & Dillon, 
2012a; Bourke & Dillon, 2012b; Prime & Salib, 2014, and Tapia & Lange, 2016).  
Evidently, it is difficult to discuss employee inclusion within the workplace without 
considering the behaviours of leaders. In modern organisations, where diversity among 
the people involved is very high, the inclusive leader’s role is to enhance and encourage 
participation and advancement of all members of the group they lead. 
 
When considering leadership behaviours and employee inclusion, it is important to 
delve into the history of Industrial Psychology and how it originated. The world of 
psychology is divided into many disciplines. Each discipline shares commonalities in 
that they each seek to improve the understanding of human nature, behaviour and 
mental functions. Within some fields, it is enough to gain insight into these subjects 
through study and research. In other fields, the psychological principles and other 
psychology-related knowledge are used to create change. The field of industrial and 
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organisational psychology seeks to apply the principles of psychology to create change 
within the business world and in doing so improve the way organisations function and 
simultaneously maximize wellness to improve the quality of the working experience of 
employees (Spector, 2008). This research study thus focused on the latter in that it 
aimed to determine whether leadership behaviours influence employee inclusion 
experienced by the employees within an organisation. 
 
2.2 DEFINING INDUSTRIAL AND ORGANISATIONAL PSYCHOLOGY 
 
Industrial and organisational psychology is defined as the study of people working and 
the application of the principles of psychology to the organisational and work 
environment (Muchinsky, 2000). Industrial and organisational psychology is a field of 
psychology which is concerned with both the study of psychological principles as a 
science and the application of those principles (Botha et al., 2013). 
 
2.2.1  The Industrial Aspect 
 
Industrial and organisational psychology are different, but have closely related features. 
The main focus of the industrial aspect is understanding human behaviour in order to 
improve organisational efficiency, employee selection, employee training and to more 
efficiently design jobs (Jex, 2002; Spector, 2008). The industrial aspect of industrial and 
organisational psychology is a top down standpoint which views human behaviour to 
assess ways in which the organisation can benefit from the application of psychological 
principles (Jex, 2002; Spector, 2008).   
 
2.2.2  The Organisational Aspect 
 
The organisational aspect is the opposite of this. The organisational aspect is 
concerned with understanding behaviour in order to enhance employee satisfaction 
and employee wellness within the work place (Jex, 2002; Spector, 2008). Spector 
(2008, p. 5) explains that, “organisational topics include employee attitudes, employee 
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behaviour, job stress and supervisory practices”. With that being said, the 
organisational aspect is a bottom up standpoint. It is concerned with improving the 
working experience and job satisfaction of the employee. 
 
2.2.3  Dual Relation 
 
Although the above-mentioned aspects differ, they exist interdependently. Spector 
(2008) explains the dual nature of work performed by industrial and organisational 
psychologists in terms of motivation. He suggests that, “Motivation is relevant to the 
[industrial] concerns of employee efficiency and performance, but it is also relevant to 
the [organisational] concern with the happiness and well-being of employees” (Spector, 
2008, p. 5). 
 
2.3 THE BIRTH OF INDUSTRIAL AND ORGANISATIONAL PSYCHOLOGY 
 
The rise of industrial and organisational psychology came about in the 1800’s and was 
primarily influenced by experimental psychology (Koppes, 2007; Spector, 2008). Hugo 
Münsterberg, Walter Dill Scott and James Mckeen Cattel were early pioneers in the 
field of industrial and organisational psychology (Koppes, 2007; Spector, 2008). Both 
Münsterberg and Cattel were trained by Wilhelm Wundt, graduating from his doctoral 
program in Germany (Koppes, 2007). These pioneers changed the world of psychology 
when they bravely conveyed the study and application of psychological principles and 
concepts into the business world (Koppes, 2007; Spector, 2008). According to Koppes 
(2007, p. 314), "In the beginning, the objective of an Industrial Psychologist was to 
improve organisational goals (productivity and efficiency) primarily by applying 
psychology with an emphasis on individual differences, through selection and training”.  
In its infancy, this realm of psychology focused on the industrial aspect of the business 
world and during this time, there was an integration of principles of psychology and 
engineering (Koppes, 2007; Spector, 2008). Many influential theorists of Industrial 
Psychology held qualifications in engineering, history and law (Jex, 2002; Koppes, 
2007; Spector, 2008).   
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2.3.1  Industrial Psychology and World War I 
 
The success of Industrial Psychology is due to World War I (Koppes, 2007; Spector, 
2008). As soon as the United States entered World War I, psychologists were recruited 
to create a psychological evaluation programme in an effort to recruit and select the 
right candidates for the military (Koppes, 2007; Spector, 2008). This group of 
psychologists was led by Robert Yerkes (Koppes, 2007; Spector, 2008).  According to 
Spector (2008, p. 12), “The best-known accomplishment of the group was the 
development of the Army Alpha and Army Beta group tests for mental ability”. Koppes 
(2007, p. 315) explains that these mental ability tests, “Paved the way for large-scale 
intelligence testing and for later expansion of psychological testing into government, 
industry and education”. The successful efforts of these psychologists augmented 
industrial and organisational psychology throughout the first and second world wars 
(Jex, 2002; Koppes, 2007; Spector, 2008). 
 
2.3.2  The Hawthorne Studies 
 
According to Spector (2008, p. 12), “One of the most important events of this period 
was the Hawthorne studies, which continued for more than 10 years at the Western 
Electric Company in Chicago”. The Hawthorne studies became a pivotal point in the 
evolution of industrial and organisational psychology because it was primarily 
responsible for the development of the organisational aspect of the field (Jex, 2002; 
Koppes, 2007; Spector, 2008). The Hawthorne studies coincidentally revealed the 
human element of organisations. In an additional attempt to explore ways of increasing 
employee productivity and efficiency, it was concluded that social aspects of an 
organisation, such as work groups and the conscious awareness of being observed, 
influenced a change in employees’ behaviour and performance (Jex, 2002; Koppes, 
2007; Spector, 2008). The discovery of the effect social aspects within the work 
environment had on the behaviour of employees, paved the way for psychologists to 
examine the work environment from the employee’s perspective (Jex, 2002; Koppes, 
2007; Spector, 2008). 
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2.3.3  World War II and Division 14 of the APA 
 
The advent of World War II afforded the field of industrial and organisational psychology 
the opportunity to expand due to the growing demands of the military (Jex, 2002; 
Koppes, 2007; Spector, 2008). This widened the scope of the field and opened doors 
for professional industrial and organisational psychologists. At this time, the American 
Psychological Association (APA) improved and changed the field of psychology by 
creating Division 14, Industrial and Business Psychology to accommodate the current 
trends within the field (Jex, 2002; Koppes, 2007; Spector, 2008). This segment of the 
APA ultimately progressed into the development of the Society for Industrial and 
Organisational Psychology (Jex, 2002; Koppes, 2007; Spector, 2008). 
 
2.4  THEORETICAL FRAMEWORK 
 
2.4.1  Leadership Behaviour 
 
Leadership behaviour is the most important aspect in creating an inclusive working 
environment (Prime and Salib, 2014). According to Cunningham, Bagraim, Potgieter, 
and Viedge (2010, p. 56), “leadership is generally defined as the social process of 
influencing people to work voluntarily, enthusiastically and persistently towards a 
purposeful group or organisational goal”. Similarly, “behaviour in an organisation is 
defined as the behaviour of an individual and/or groups of individuals as well as the 
interaction between members of the organisation and their external environment,” 
(Cunningham et al., 2010, p. 56). The achievement of organisational goals, objectives 
and inclusion within the workplace largely depend on the leader and their leadership 
behaviour.  
 
2.4.2  Perspectives on Leadership  
 
Immediately after the Industrial Revolution, leadership behaviours and styles advanced 
significantly in accordance with radical changes in the world of work. Prior to this, 
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various leadership approaches existed, however two main approaches measured 
leader identification. The first approach assumed unique strengths, skills and abilities 
as key contributors to successful leaders, whilst the second approach accredited a 
higher power to the success of the leader (Chemers, 2003). Dessler (1986) refers to 
this accreditation as the supremacy of predestination. The leadership style described 
in the sixteenth century by Machiavelli, the father of modern political science assumed 
that, “Only truly bad leadership was weak leadership” (Kellerman, 2004, p. 5). Thus, 
the term forceful leadership was coined. Dessler (1986) maintains that, “A rigid, 
hierarchical chain of command was the norm and authority and communications 
emanated from the top” (Dessler, 1986, p. 19). 
 
According to Northouse (2012), after the Industrial Revolution Frederick Taylor, also 
known as the father of scientific management, created a platform for identifying traits 
of effective and efficient leaders, regardless of the fact that the main objective of his 
theory was to improve economic efficiency, especially labour productivity. Northouse 
(2012) cited Stoghill (1974) in his statement that the outcome surrounding a significant 
number of scientific management studies revealed the difference between excellent 
leaders and average leaders in terms of traits such as intelligence, vision, creativity, 
self-confidence, openness, perseverance, responsibility and vigilance. 
 
The Hawthorne studies resulted in leadership-employee relations becoming 
increasingly important for higher performance in organisations (Chemers, 2003; Ulrich 
and Smallwood, 2007). Consequently, studies by Elton Mayo and pioneers of 
Humanistic Psychology proposed the idea that individuals are most effective when their 
needs are met, thus interpersonal relationships within organisations hold great power 
in workplace efficiency and effectiveness (Sonnenfeld, 1983).  
 
Leadership theories experienced two major shifts during the 1950’s and 1970’s. As 
opposed to the above-mentioned, the shift was concerned with that of a traits’ approach 
compared to a leadership skills’ approach in that leadership skills can be taught and 
are not necessarily inherited (Northouse, 2012). These theories emphasized the 
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importance of the technical, human and conceptual skills of a leader. Subsequently, 
the contingency approach was introduced. This approach assumes that effective 
leadership is situation specific and will only be successful if leadership behaviours and 
strategies are compatible with the particular situational context (Chemers, 2003; 
Northouse, 2012). One such example is the Situational Leadership Theory by Hersey 
and Blanchard (Northouse, 2012). The fundamental principle underpinning this 
approach is that there is no single “best” style of leadership, but rather an effective 
leader is required to select the appropriate behaviour (i.e. task-orientated or 
relationship-orientated behaviours) for the appropriate circumstance (Luthans, 2005). 
 
As the twenty-first century dawned upon the world, the growing importance of 
leadership in business become evident.  Kellerman (2004, p. 9) credits this to the fact 
that American companies faced new challenges and change. He argues that, “The 
control of oil by OPEC, foreign competition (especially from Japan), inflation and 
regulation disturbed the smooth workings of ‘corporate machines’ and threatened to 
overwhelm us.” This gave rise to ample theoretical and empirical literature in an effort 
to discover successful organisational leadership and as a result, add to the trait and 
contingency leadership approaches (Kellerman, 2004).   
 
In recent times, leadership in the business world shifted its focus from traits and 
contingency theories and is now concerned with an inclusive approach to leadership. 
It solely focuses on the leader-follower psychological contract, integrating employees’ 
voices and perspectives in a valued and meaningful way, stimulating individual growth, 
fostering and enhancing creativity and innovation amongst employees and aligning the 
latter to the organisational values, goals and objectives (Bourke & Dillon, 2012a; Prime 
& Salib, 2014; Tapia & Lange, 2016).  
 
2.4.3  Leader-Member Exchange Theory 
 
The Leader-Member Exchange Theory first emerged in the 1970’s through the work of 
George Graen and his colleagues. It explores how managers develop relationships with 
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team members and it also explains how these relationships can either contribute to 
growth or stagnation of the team members and the organisation (Luthans, 2005). 
According to Bhal, Bhaskar and Ratnam (2009), the theory states that all relationships 
between managers and subordinates experience three stages, namely role-taking, 
role-making and routinization. 
 
Role-taking occurs when a team member initially joins the group and this is said to be 
a pivotal time for the leader (manager) to assess the new member’s skills and 
capabilities (Luthans, 2005; Bhal et al., 2009).  
 
During the role-making stage, the new team member is given the opportunity to 
collaborate with existing team members in terms of projects and tasks. At this stage, 
the leader is expectant of the new member in relation to performance, loyalty and 
trustworthiness (Luthans, 2005). This is also the stage in which the leader categorizes 
the new member, often subconsciously into one of two groups.  
 
• In-Group - once team members prove themselves loyal, trustworthy and skilled, 
they are placed in the In-Group. This group is made up of the team members whom 
the leader trusts the most. Not only do they experience one-on-one interactions with 
the leader, but they receive the most attention. The leader often provides 
challenging and interesting work, offering opportunities for additional training and 
advancement for these team members.  
• Out-Group - in the event that team members betray the trust of the leader or prove 
that they are unmotivated or incompetent, they are placed in the Out-Group. This 
group tends to have limited access to the leader and is often provided with restricted 
and unchallenging work. The leader does not put in a great deal of effort to provide 
additional training and growth opportunities. 
 
During this last phase, routines between team members and their leaders are 
established. This phase is characterised by members’ actions toward the leader. Often, 
the In-Group members show respect, patience, persistence and loyalty to the leader, 
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whereas the Out-Group members may be feeling negative emotions such as hatred or 
distrust towards their leader. Usually, it is difficult to move from the Out-Group once the 
leader’s perception has been established, leading to uneasiness and tension. This may 
result in the Out-Group member having to change departments or organisations 
(Luthans, 2005). 
 
Once team members have been classified, even subconsciously, as In-Group or Out-
Group, this classification affects how their leader relates to them from then on and this 
can become self-fulfilling (Bhal et al., 2009).  For instance, In-Group team members 
are often seen as rising stars and the manager trusts them to work and perform at a 
high level. This is also the group that the manager talks to most, offering support and 
advice and they are given the best opportunities to test their skills and grow. So, of 
course, they are more likely to develop in their roles. 
 
The aforementioned also holds true for the Out-Group. The manager spends little, if 
any time trying to support and develop this group. They receive very few challenging 
assignments or opportunities for training and advancement. As they are never tested, 
they have little chance to change the manager's opinion (Hooper and Martin, 2008). 
Within an inclusive working environment, the goal is to diminish the “Out-Group” 
phenomenon and increase the “In-Group” phenomenon (Luthans, 2005; Bhal et al., 
2009). 
 
2.4.4  Transformational Leadership 
 
According to Berger (2014), transformational leaders are concerned with reacting to 
and sustaining change in an effort of ongoing learning, positive and enduring progress 
around shared values within a group. In addition, Tichy and Ulrich (1984) state that 
transformational leadership is essential during organisational transition by creating a 
vision of potential opportunities and instilling employee commitment to change. 
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Transformational leaders weave diversity and inclusion into the organisation by 
recognizing that there are different motivators for different people and are able to move 
people to action within the contextual framework. Transformational leaders bring 
everyone on board and focus on ensuring that there are multiple viewpoints in the room, 
thus, fostering employee inclusion. Furthermore, transformational leaders display the 
behaviours they want to see in others (Berger, 2014). 
 
Transformational leadership is characterised by a meaningful and creative exchange 
between leaders and employees. It supports a balanced approach, whereby leaders 
facilitate the growth and development of employees, which in turn focuses on effective 
performance outcomes and transforms employees' motivational states to higher level 
needs, such as self-actualization (Burke, Stagl, Klein, Goodwin, Salas and Halpin, 
2006). 
 
2.4.5  Identifying the appropriate leadership behaviours for employee inclusion 
 
The current literature on inclusive leadership provides some insight into the leadership 
theories already used to model inclusion. Although many studies (Nembhard and 
Edmondson, 2006; Nishii and Mayer, 2009; Carmeli, Reiter-Palmon and Ziv, 2010; 
Prime and Salib, 2014 and Dillon and Bourke, 2016)  have examined what constitutes 
an inclusive organisational climate, an approach focusing solely on inclusive leadership 
research is still in its infancy. Nembhard and Edmondson (2006) led an investigation 
with more than 1000 health care professionals in neonatal intensive care units. They 
found that inclusive leadership predicted employee psychological well-being, and 
employee well-being influenced the connection between the leaders, workers and 
quality of the nature of the care towards patients. 
 
In another study, Nishii and Mayer (2009), applied the Leader-Member Exchange 
(LMX) Theory to function as inclusive leadership in their study. As previously discussed, 
this theory measures the quality of the relationship between the leader and the follower.  
Previous literature suggests that high quality LMX relationships are linked to positive 
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follower outcomes such as trust, organisational citizenship behaviours, job 
performance, satisfaction and lower turnover intentions (Gerstner and Day, 1997; 
Gómez and Rosen, 2001; Luthans, 2005; Ilies, Nahrgang and Morgeson, 2007; Bhal 
et al., 2009).  Nishii and Mayer (2009) leveraged the benefits of LMX by using it as a 
proxy for inclusive leadership.  They found that turnover rates were reduced in diverse 
work teams where all followers enjoyed the same high-level LMX relationships (i.e. low 
LMX differentiation among group members) with their supervisor. Carmeli et al. (2010) 
similarly created their own technique for measuring inclusive leadership as opposed to 
depending on previous leadership theories. They conceptualized inclusive leadership 
as an approach to cultivate creativity, innovation and psychological well-being. 
Therefore, they characterised it as leaders who seem to be "Open, accessible and 
available to workers who think of new thoughts [and] develop a setting in which 
individuals feel psychologically safe to voice and express innovative ideas or opinions 
by challenging the status quo" (Carmeli et al., 2010, p. 253). In this investigation, 
inclusive leadership enhanced psychological well-being and creativity within the 
workplace. 
 
A short time ago, Catalyst, a leading non-profit organisation conducted a study to 
investigate behaviours that influenced inclusion (Prime and Salib, 2014) and 
discovered that in six countries (Australia, China, India, Germany, Mexico and the 
United States), the more included employees felt, the more innovative they reported 
being.  Furthermore, this study found that employees felt included when simultaneously 
they perceived they were both similar to and distinct from their co-workers. Prime and 
Salib (2014) concluded that across all six countries there were four dominant leadership 
behaviours that predicted feelings of belongingness and uniqueness - the two 
ingredients for inclusion. According to Prime and Salib (2014), the following behaviours 
found to have been key elements of inclusion are also the four attributes of altruistic 
leadership: 
 
• Empowerment: Enabling direct reports to develop and excel. 
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• Humility: Admitting mistakes. Learning from criticism and different viewpoints. 
Acknowledging and seeking contributions of others to overcome one’s 
limitations. 
• Courage: Putting personal interests aside to achieve what needs to be done and 
acting on convictions and principles when it requires personal risk-taking. 
• Accountability: Demonstrating confidence in direct reports by holding them 
responsible for performance they can control. 
 
Recently, a study conducted by Deloitte Australia on employee inclusion in Australia, 
New Zealand, Singapore, Hong Kong, Canada and the United States, found that 
inclusive leaders possessed six signature traits that were not necessarily inheritable 
but acquirable and these traits fostered employee inclusion (Dillon and Bourke, 2016). 
Moreover, these traits allowed managers and top management to engage more 
effectively with diverse stakeholders, including employees. These traits acted as a 
platform to assist leaders in gaining access to a much broader spectrum of ideas and 
perspectives from employees.  This in turn, allowed for creativity, innovation, team 
engagement and the ability to anticipate the future. Dillon and Bourke (2016) 
considered Prime and Salib’s (2014) study as being significant to inclusive leadership 
and believe their own framework of the six signature traits are an expansion of 
Catalyst’s ideas in a much broader context of diversity markets, ideas, consumers and 
talent. Definitions of and approaches to inclusive leadership tend to vary worldwide and 
the following six characteristics that this study focused on is just one conceptual 
framework for identifying leadership behaviours that encourage employee inclusion 
within an organisation (Dillon and Bourke, 2016).  
 
2.4.5.1  Commitment 
 
Developing employee inclusion and an inclusive working environment requires 
significant investment and vitality. “Highly inclusive leaders are committed to diversity 
and inclusion because these objectives align with their personal values and because 
they believe in the business case” (Dillon and Bourke, 2016, p. 8). At a personal level, 
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inclusive leaders also believe that creating an inclusive culture starts with them and 
they possess a strong sense of moral responsibility for change (Argano, 2012). 
 
2.4.5.2  Courage 
 
Highly inclusive leaders speak up and challenge the status quo, and they are humble 
about their strengths and weaknesses. The elements that foster courage includes 
humility and bravery. Inclusive leaders should thus approach diversity and inclusion 
wholeheartedly. Some leaders find it difficult to admit they do not have all the answers 
and in this regard, courage and humility should work cooperatively (Dillon and Bourke, 
2016). 
 
2.4.5.3  Cognizance of bias 
 
“Inclusive leaders understand that personal and organisational biases narrow their field 
of vision and preclude them from making objective decisions. They exert considerable 
effort to identify their own biases and learn ways to prevent them from influencing 
decisions about talent. They also seek to prevent organisational biases from stifling 
diversity and inclusion” (Dillon and Bourke, 2016, p. 12). 
 
2.4.5.4  Curiosity 
 
Highly inclusive leaders have an open mind set, a passion for learning and understand 
how others view the world. In addition to accessing a more diverse array of viewpoints, 
an inclusive leader’s ability to engage in respectful questioning, actively listen to others 
and synthesize a range of ideas enable the people around them to feel valued, 
respected and represented (Dillon and Bourke, 2016; Tapia and Lange, 2016). 
 
2.4.5.5  Cultural intelligence 
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“Knowledge of other cultures is essential for organisations whose work takes them, for 
example, to offshore development and operations centres. Thus, highly inclusive 
leaders are confident and effective in cross-cultural interactions” (Dillon and Bourke, 
2016, p. 15). They regulate the speed and tone of their speech and modify their 
nonverbal behaviours. In addition to understanding different cultures, these leaders 
show mindfulness of their own way of life, recognizing how it shapes their perceptions 
and how social and cultural generalizations can impact their expectations of others 
(Dillon and Bourke, 2016; Tapia and Lange, 2016). 
 
2.4.5.6  Collaboration 
 
Inclusive leaders understand that for collaboration to be successful, team members 
must be willing to share their perspectives. Keeping that in mind, they create an 
environment in which all members are encouraged to express their feelings 
uninhibitedly within the group. They also realize that diversity of thinking is critical to 
effective collaboration, thus they pay close attention to team composition and team 
processes and stimulate a sense of ‘unity’ by creating a group identity and shared 
goals, and by working to ensure team members understand and value each other’s 
knowledge and capabilities (Dillon and Bourke, 2016). 
 
2.4.6  Employee Inclusion 
 
Practitioners and researchers define inclusion in many ways. According to Prime and 
Salib (2014), inclusion involves leaders who value talents, experiences and identities 
of employees whilst finding common ground. They further postulate that employee 
inclusion results from meeting the employees' needs for uniqueness and 
belongingness within an organisation (Prime and Salib, 2014). Some researchers take 
on a psychological approach to inclusion, defining it as “The degree to which an 
employee is accepted and treated as an insider by others” (Pelled, Ledford Jnr and 
Mohrman, 1999, p. 1014). Further definitions focus on a sense of belonging, having 
voices heard and feeling as though their organisation values their perspectives and 
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seeks their engagement (Holvino, Ferdman and Merrill-Sands, 2004; Wasserman, 
Gallegos and Ferdman, 2008; Bourke and Dillon, 2012a, Dillon and Bourke, 2016). 
There are two underlying themes for employee inclusion, namely belongingness and 
uniqueness. 
2.4.6.1  Belongingness 
 
A typical subject among psychological definitions is a sense of belonging in the 
workgroup or work culture. The crucial understanding of “belongingness” refers to the 
feeling of being an essential part of a work group or the emotional need to be accepted 
into a work group (Shore, Chung-Herrera, Dean, Ehrhart, Jung, Randel and Singh, 
2009; Shore et al., 2011).   
 
Maslow (1943) proposed that the feeling of belonging to social groups results from a 
principal human need to shape enduring associations with others. A strong feeling of 
having a place within a given social gathering shields people from the pessimistic 
impacts of social prohibition which can disable self-direction and intellectual procedures 
(Hagerty, Williams, Coyne and Early, 1996; Hay, 1998). In an organisational setting, 
the explanation behind individuals’ association with work and the work environment is 
due to a sense of belonging. Dr Abraham Maslow, a leading social clinician, positioned 
a sense of belonging as third in his Hierarchy of Needs for human fulfilment and 
satisfaction.  On one level people feel that they fit in as they experience the work as 
fascinating, whilst on the other level they relate to co-workers. Furthermore, they feel 
part of the work environment in light of the fact that their work has meaning and value 
(Stum, 2011). A simple accentuation on having a sense of belonging may create a 
context in which outcasts feel forced to adapt to the social group by denying their 
uniqueness, keeping in mind the end goal to comply with group standards. Research 
suggests that when individuals feel conflicted with their working environment or 
membership, they may be inclined to take an interest in impression administration 
strategies in an effort to reach the group objective (Cialdini and Trost, 1998). In this 
way, it can be concluded that the feeling of belongingness is only half illustrative of 
employee inclusion in its entity. At the same time, a sense of belongingness is an 
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integral and ongoing process that affects an individual’s experience of inclusion (Shore 
et al., 2011). 
 
2.4.6.2 Uniqueness 
 
Shore et al. (2011) found that inclusion tends to occur when unique needs are satisfied.  
The Optimal Distinctiveness Theory (ODT) illustrates the aforementioned assumption 
as it is concerned with two identity needs (inclusion/assimilation and 
differentiation/distinctiveness) that are independent and work in opposition to motivate 
group identification (Sorrentino, Seligman and Battista, 2007). Individuals seek social 
inclusion in order to alleviate or avoid the isolation or stigmatization that may arise from 
being highly individuated. In their review of the literature on social attachment, 
Baumeister and Leary (1995, p. 497) concluded that, "Existing evidence supports the 
hypothesis that the need to belong is a powerful, fundamental and extremely pervasive 
motivation". Brewer (1993) suggests that optimal identities exist, which ultimately fulfil 
the need for inclusion within the in-group and at the same time serve as a requirement 
for uniqueness through differentiation between the in-group and out-groups. Research 
suggests that individuals are inclined to oppose being socially classified as either 
excessively inclusive or excessively differentiated, however they will characterise 
themselves as social personalities that are optimally distinctive (Brewer, 1993). To fulfil 
the aforementioned needs at the same time, individuals will select group identities that 
are inclusive enough that they have a sense of being part of a larger collective but 
exclusive enough that they provide some basis for distinctiveness from others. Thus, 
analysts recommend that these requirements for belongingness and uniqueness play 
an integral role in inclusive needs (Brewer, 1993; Baumeister and Leary, 1995; 
Sorrentino et al., 2007). 
 
2.4.7  Psychological consequences of inclusion 
 
In their recent published literature, Shore et al. (2011) highlight that almost all of the 
definitions of employee inclusion that have emerged from the management 
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and organisational psychology literature tend to acknowledge the human needs of 
experiencing belongingness and uniqueness as well as maintaining one’s cultural 
distinctiveness. Shore et al. (2011) propose a 2 x 2 framework for inclusiveness within 
the workplace and they state that uniqueness and belongingness work hand in hand to 
create feelings of inclusion. Shore et al. (2011), argue that inclusive workplaces 
increase the benefits of diversity when an individual is able to experience a sense of 
belonging and uniqueness within the organisation. The example given was that of an 
employee who is older than other members of the organisation, but who may be a 
potential source of knowledge that the organisation and the rest of the work group 
members can benefit from and for this reason the employee may have a strong sense 
of inclusion because they are regarded as an insider who makes a meaningful 
contribution to the success of the work group. Within Shore et al.’s (2011) inclusion 
framework, exclusion occurs when an individual is not treated as 
an organisational insider and their unique characteristics are not valued within 
the organisation. This in turn may lead to harmful cognitive, emotional and health 
trepidations for employees. However, assimilation occurs when an individual who is 
unique, is treated as an insider because they conform to the dominant norms of the 
workplace culture. The authors mention that previous research found that people often 
fail to disclose information that uncovers their cultural distinctiveness if it is viewed as 
undesirable by the majority (Shore et al., 2011). Lastly, differentiation occurs when an 
individual is not treated as an organisational insider but their unique characteristics are 
seen as valuable and required for the success of the group. Furthermore, Shore et al. 
(2011) note that organisations are becoming more and more inclined to the concept of 
human capital in which they place great emphasis on the unique capabilities of their 
employees as a source of competitive advantage. It is important to note that inclusion 
literature is still in its infancy. There is an abundance of research that reflects 
uniqueness and belongingness separately, however there is little but growing research 
that encompasses both themes together. Consequently, Shore et al. (2011) propose 
that an inclusive leader should be able to speak to the minds and hearts of people who 
are different in various aspects (Shore et al., 2011). 
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2.5 ENCAPSULATING LEADERSHIP BEHAVIOURS AND EMPLOYEE 
INCLUSION 
 
Diversity influences inclusion, which requires employees to feel valued and included by 
an organisation. It requires the recognition and appreciation of differences in and 
across organisations. Individuals have a need to belong, be treated with respect and 
be unique in their identity. Seemingly, when organisations appreciate and value 
diversity, the benefits range from better financial performance and more innovative 
problem-solving to easier employee retention and greater appeal to customers. 
Creating an inclusive organisational culture goes beyond diversity, as diversity by itself 
is inadequate. Thus, organisations are challenged to move beyond diversity in order to 
capture the true potential that comes from inclusion by engaging in a conversation that 
addresses factors such as collaboration, commitment, curiosity, cognizance, courage 
and cultural intelligence. Thus, it can be concluded that inclusion refers to actively 
involving every employee's ideas, knowledge and perspectives to capitalize on 
organisational success and simultaneously create an environment characterised by 
uniqueness and belongingness. 
 
The concept of inclusion alludes to the notion of belongingness and uniqueness as 
discussed earlier. Based on previous research (Carmeli et al., 2010; Bourke and Dillon, 
2012b; Garg, 2015; Dillon and Bourke, 2016), it is interesting to note the shortage of 
research in the South African context, thus it is worth exploring what meaning and 
interpretation diversity and inclusion hold in a South African context of work, where 
diversity is the order of the day. Based on the above-mentioned research, one can 
therefore ask questions such as: What particular identities are relevant and inform the 
discussion on inclusion? Do workers in South Africa have a different notion of diversity 
and inclusion as opposed to other countries? Does feeling included imply a recognition 
of one’s cultural identity? What role do individual differences play in perceptions of 
inclusion and how do leader behaviours influence employee inclusion in a bias free 
manner? What are the specific leader behaviours that are required to foster inclusion 
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within a South African context? These are just some of the questions for conversation 
around further exploration of the concept of inclusion. 
2.6  CONCLUSION 
 
This chapter set out to review the evidence regarding the impact of leadership 
behaviours on employee inclusion. The first section began by looking at the history of 
industrial and organisational psychology and the various elements of humanistic 
studies that stemmed from the discipline. The second section explored leadership 
behaviours, perspectives and theories, relevant to the focus of this study. The aim was 
to clarify leadership behaviours and highlight the distinct characteristics that lead to 
employee inclusion. The third part of the chapter delved into the concept of employee 
inclusion and the key elements thereof. 
 
The entire chapter looked at the general sentiment throughout the literature and 
concluded that there is an over-riding belief in the literature that leadership behaviours 
have measurable and significant effects on employee inclusion. This notion is further 
supported by various studies conducted throughout the world.  
 
The next chapter presents the research design and methodology used to analyse and 
further investigates the relationship between leadership behaviours and employee 
inclusion. 
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CHAPTER THREE 
RESEARCH DESIGN AND METHODOLOGY 
 
3.1  INTRODUCTION 
 
An overview of the study was presented in Chapter 1. In Chapter 2, an in-depth 
representation of the literature was included to provide the reader with a clear insight 
into leadership behaviours and the concept of employee inclusion. This chapter outlines 
the research method and design with a view to achieving the stated objectives of this 
research work. Furthermore, a thorough examination of the data sources, the methods 
used in the data collection and the data analysis are dealt with in this chapter. 
 
3.2  RESEARCH APPROACH 
 
Research methodology focuses on how we gain knowledge about the world (Ruane, 
2004). According to Neuman (2011), the scientific method is not one single thing but 
refers to a range of ideas, rules, techniques and approaches that the scientific 
community uses. Thus, the research approach depends on one’s view of knowledge 
development. Two views dominate literature in this regard, namely positivism and 
phenomenology. According to De Vos et al. (2011), positivism is an approach to social 
research that seeks to apply the natural science model of research to investigations of 
social phenomena and explanations of the social world. When a researcher adopts a 
positivistic research philosophy, the researcher depends on measurable observations 
that lead to statistical analyses (Babbie, 2016). 
 
As the name indicates, the subject matter of phenomenology is the idea of phenomena, 
which refers to ourselves, other people and the objects and events around us. It also 
includes the reflection of our own conscious experiences as we experience them 
(Neuman, 2011). According to De Vos et al. (2011), the phenomenological researcher 
enters the field with a framework of what will be studied and how it will be performed. 
“A phenomenological study attempts to understand people’s perceptions, perspectives 
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and understanding of a particular situation” (De Vos et al., 2011, p. 8). As such, they 
state, its findings need to be related to an existing body of theory and research. (De 
Vos et al., 2011). Phenomenological researchers reject positivism by arguing that deep-
rooted and valuable insights into this complex world will be lost if such complexity is 
reduced entirely to a series of immutable laws and mechanisms that supposedly reveal 
cause-effect relationships. The terms most commonly used to differentiate between 
these research paradigms with regard to their associated methods and techniques are 
quantitative and qualitative respectively (Creswell, 1994, p. 43). 
 
According to Neuman (2011), qualitative and quantitative research principles give rise 
to different languages of research with different emphases. In quantitative research, 
the researcher relies on positivist principles and uses a language of variables and 
hypotheses. The emphasis is on precisely measuring variables and testing hypotheses. 
Whereas in qualitative research, the researcher relies more on principles from 
phenomenological or interpretive paradigms and uses the language of cases and 
contexts and that of cultural meaning. The emphasis is on conducting detailed 
examinations of specific cases that arise in the natural flow of social life.  
 
According to Bhattacherjee (2012), quantitative research methods are objective and 
reliable in nature. It is used to obtain a broader understanding of a situation and to 
compare relations and correlations between various issues. Quantitative research 
methods consist of data which can be counted or measured and are mainly numerical 
and categorical values. It uses deductive reasoning, descriptive and inferential statistics 
and includes a fixed study design, in that standards are in place to control the 
researcher or assessor’s bias. Furthermore, Babbie (2016) explains that quantitative 
research methods are used when accurate and precise data is required and seek to 
measure, quantify and confirm hypotheses. In contrast, qualitative research methods 
are subjective in nature. It is used to explore and understand phenomena and provides 
in-depth understanding of specific issues. Qualitative research methods consist of data 
which can be observed but are not measured and it is mainly textual (words, pictures, 
audio and video) but also categorical. It uses inductive reasoning and descriptive 
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analysis by developing generalisations from a limited number of specific observations 
or experiences. It includes a flexible study design, in that the researcher or assessor is 
the primary instrument for data collection and analysis (Bhattacherjee, 2012). 
Moreover, De Vos et al. (2011) argue that qualitative research methods emphasize a 
holistic approach and seek to provide detailed and contextualized information. Hussey 
and Hussey (1997) outline the differences between two main research paradigms as 
follows. 
 
Table 3.1: Differences between positivism and phenomenological research 
paradigms 
Positivism paradigm Phenomenological paradigm 
Tends to produce quantitative data  Tends to produce qualitative data  
Uses large sample  Uses small samples  
Concerned with hypothesis testing  Concerned with generating theories  
Data is highly specific and precise  Data is rich and subjective  
The location is artificial  The location is natural  
Reliability is high  Reliability is low  
Validity is low  Validity is high  
Generalises from sample to  
Population  
Generalises from one setting to another  
Source: Hussey and Hussey (1997) 
 
For the purpose of this study, quantitative data was required to determine whether a 
relationship existed between leadership behaviours and employee inclusion. Similarly, 
quantitative data would allow the researcher to test the selected hypotheses and make 
generalisations from the sample to the overall population.  
 
3.3  RESEARCH DESIGN 
 
The research design of a study outlines the basic approach that the researcher uses to 
answer the research question (De Vos et al., 2011).  To meet the aims and objectives 
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of this study, it was imperative to select the most appropriate research design (Ruane, 
2004) and in this case a quantitative approach to research was followed. The 
quantitative approach arises from the belief that human phenomena and variables in 
human behaviours can be studied objectively (Ruane, 2004). According to De Vos et 
al. (2011), the quantitative approach is used to answer questions about relationships 
among measured variables. The intent is to establish, confirm or validate relationships 
and to develop generalisations. Furthermore, advantages of the quantitative approach 
include: 
• Epistemological roots in positivism.  
• Objectivity is critical. 
• Based on precise measurements using structured and validated data-collection 
instruments. 
• The researcher and their biases are not known to participants in the study and 
participant characteristics are deliberately hidden from the researcher. 
• It yields generalizable findings that can be applied to other populations. 
 
According to (Neuman, 2011), it is common to combine quantitative and qualitative 
research. However, the quantitative research approach can also be used to gather 
qualitative data (for example a questionnaire or survey that includes open-ended 
questions). 
 
In the opinion of Picardi and Masick (2014, p. 98), there are four categories of research 
methods, namely: 
• Experimental design: utilises random assignments of participants to 
comparison (control) groups and purposefully manipulates one or more 
independent variables to observe an effect.  
• Quasi-experimental design: aims to establish causal effect between an 
independent variable and variations in a dependent variable, but where there is 
incomplete control over the allocation of participants to the different levels of the 
independent variable. 
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• Non-experimental design: does not rely on manipulating variables. Rather, it 
utilises primary and secondary analysis or meta-analysis to describe data, 
examine relationships or covariation between variables and compares groups.  
• Survey design: utilises experimental or non-experimental designs to 
quantitatively describe specific aspects of a given population. These aspects 
often involve examining the relationships among variables. 
 
For the purpose of this study, a survey research design was used (Picardi and Masick, 
2014). Surveys are the most widely used data-gathering technique and can provide 
accurate, reliable and valid data (Neuman, 2011, p. 308). Researchers actively debate 
the merits of open versus closed survey questions. According to Neuman (2011), the 
underlying issue is not which form is better, but instead which form is most appropriate 
for a specific situation, depending on the purpose and practical limits of the study. 
Although closed-ended questions are faster and easier for both the researcher and 
participant, it may force respondents to give simplistic responses to complex issues. 
However, open-ended questions help the researcher learn how a respondent thinks 
and discover what is important to the respondent in terms of the constructs being 
studied (Neuman, 2011). Open-ended survey questions allow respondents to answer 
in their own words. Furthermore, they allow the researcher to explore ideas that would 
not otherwise be aired and are useful where additional insights are sought. In this study, 
to compensate for the simplistic responses to complex issues, the researcher decided 
to administer both closed-ended surveys (in which respondents chose from a fixed set 
of answers) and an adequate number of open-ended surveys (in which respondents 
were allowed the freedom to write their thoughts and opinions on the constructs under 
study).  
 
For the purpose of this study, a survey questionnaire was used as data collection tool. 
The research design used for this study was chosen to best address the research aims 
and objectives of this study.  
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3.4  POPULATION AND SAMPLE  
 
Festinger, DeMatteo, DeMatteo and Marczyk (2013, p. 18) define a population as “all 
individuals of interest to the researcher” and De Vos et al. (2011, p. 223) define a 
sample as “elements or subset of the population considered for actual inclusion in the 
study”. For this study, the production line managers and the production line workers 
were grouped into two separate categories commonly known as production line 
managers and production line workers. The total population for this study consisted of 
13 production line managers and 250 production line workers in the organisation. This 
resulted in a total population size of 263 prospective participants. After consultation 
with the statistician, a sample size of 13 production line managers and 130 production 
line workers was deemed sufficient for successful data analysis. Fortunately, the 
sample collected exceeded this amount, as it consisted of 152 respondents comprising 
of 11 production line managers and 141 production line workers.  
 
De Vos et al. (2011, p. 223) define sampling as “taking a portion or a smaller number 
of units of a population as representative or having a particular characteristics of that 
total population”. The selected sampling strategy for this study was random sampling 
because of the objective of this quantitative study (De Vos et al., 2011), so random 
sampling was used to administer questionnaires to the production line managers and 
workers in this study. Neuman (2011) defines randomisation of the probability sample 
as selecting a sample from the whole population in such a way that the characteristics 
of each unit of the sample truly represents the entire population. “When a researcher 
selects simple random sampling, he or she uses a pure random process to select cases 
so that each sampling element in the population will have an equal probability of being 
selected” (Neuman, 2011, p. 249). Randomisation for this study was achieved by the 
researcher randomly selecting employees in the canteen area where the questionnaire 
station was set up. The selection was unbiased since production line managers were 
not able to select respondents who they favoured for the study. Furthermore, the 
researcher chose this sampling method to make generalisations about the organisation 
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from the sample under study, whether these are theoretical, logical or analytical 
(Festinger et al., 2013). 
 
Table 3.2 indicates the biographical details of the production line managers. The 
gender split of the respondents was 45.5% (n = 5) females and 54.5% (n = 6) males. 
The majority of the sample consisted of 63.6% (n = 7) English-speaking respondents, 
27.3% (n = 3) Afrikaans-speaking, 9.1% (n = 1) isiXhosa-speaking. Concerning tenure 
with the organisation, most of the respondents fell within the 10 to 19 year category, 
63.6% (n = 7). Tenure of 0 to 9 and 30 years or more were the least and equally 
represented, with only 9.1% (n = 1) of the respondents in the 0 to 9 year category and 
9.1% (n = 1) in the 30 years or more category. Of the respondents, 18.2% (n = 2) fell 
within the 20 to 29 year category.  
 
Table 3.2: Demographic profile of the respondents - production line managers 
Variable N % 
Gender   
Female 5 45.5 
Male 6 54.5 
 
Language   
Afrikaans 3 27.3% 
English 7 63.6% 
isiXhosa 1 9.1% 
Other 0 0% 
 
Tenure   
0-9 years 1 9.1% 
10-19 years 7 63.6% 
20-29 years 2 18.2% 
30 years > 1 9.1% 
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Table 3.3 indicates the biographical details of the production line workers. The gender 
split of the respondents was 50.4% (n = 71) females and 49.6% (n = 70) males. The 
majority of the sample consisted of 38.3% (n = 54) isiXhosa-speaking respondents, 
35.5% (n = 50) Afrikaans-speaking, 25.5% (n = 34) English-speaking and 0.7% (n = 1) 
Sotho-speaking. Concerning tenure with the organisation, most of the respondents fell 
within the 10 to 19 year category, 40.4% (n = 57). Tenure with the organisation of 30 
years and more was the least presented category, with only 4.3% (n = 6) of the 
respondents in this category. Of the respondents, 36.9% (n = 52) fell into the 0 to 9 
year category and 18.4% (n = 26) within the 20 to 29 year category.  
 
Table 3.3: Demographic profile of the respondents - production line workers 
Variable N % 
Gender   
Female 71 50.4 
Male 70 49.6 
 
Language   
Afrikaans 54 38.3% 
English 50 35.5% 
isiXhosa 34 25.5% 
Other 1 0.7% 
 
Tenure   
0-9 years 52 36.9% 
10-19 years 57 40.4% 
20-29 years 26 18.4% 
30 years > 6 4.3% 
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3.5  RELIABILITY AND VALIDITY 
 
Reliability and validity are important and fundamental features in the evaluation of any 
measurement instrument or tool for a good research study. “Both factors are salient 
because constructs are usually ambiguous, diffuse, and not observable. Reliability and 
validity are ideas that help to establish the truthfulness, credibility, or believability of 
findings” (Neuman, 2011, p. 208). Reliability is referred to as the stability of findings, 
whereas validity is a representation of the truthfulness of findings (Foxcroft and Roodt, 
2013). 
 
3.5.1  Reliability in Quantitative Research 
 
According to Foxcroft and Roodt (2013, p. 48), reliability refers to “the consistency or 
dependability of a measure”. The reliability of a measure is based on probability with a 
reliability co-efficient ranging from 0 (0% reliability) to 1 (100% reliability) and figures 
closer to 1 (0.8 – 0.9) generally indicate a highly reliable scale, although 0.7 is generally 
considered acceptable and satisfactory. In contrast, Field (2009) states that, when 
attitudes or perceptions and not abilities are tested, a figure of up to 0.6 could still be 
held as acceptable.  
 
A survey questionnaire or test is considered reliable if it consistently yields the same 
(or similar results) results under comparable conditions. In other words, reliability is the 
extent to which the measuring instrument produces the same results under the same 
conditions every time it is used (De Vos et al., 2011). Thus, it can be stated the more 
reliable the instrument and observations, the more consistent and dependable the 
results will be. Yet, this does not necessarily mean high reliability guarantees valid 
results. However, for a test to be valid it must first be reliable. According to De Vos et 
al. (2011, p. 178), “an instrument can be reliable but not valid, but an instrument cannot 
be valid without first being reliable. In other words, reliability is a necessary, but not 
sufficient, condition of validity”. Table 3.4 below presents the types of reliability. 
 
 45 
 
Table 3.4: Types of Reliability 
Type of reliability Description 
1. Test-retest reliability  Refers to the consistency of correlation between scores, 
with the same participants, when the same test measure 
is repeated.  
Reliability Co-efficient: Co-efficient of stability and 
external consistency 
2. Alternate-form or 
Equivalent form 
reliability  
Refers to the administration of different versions of the 
same test to the same group. The scores from the two 
versions can then be correlated in order to evaluate the 
consistency of results across alternate versions. 
Reliability Co-efficient: Co-efficient of equivalence 
3. Split-half reliability  Refers to separating a measure into two equal halves and 
comparing the correlation co-efficient between these two 
sets of scores to ensure they measure the same 
constructs. Done after a single administration of the test. 
Reliability Co-efficient: Co-efficient of internal consistency 
4. Inter-item 
consistency 
Refers to measuring consistency of responses to all 
items in the questionnaire. 
Reliability Co-efficient: Co-efficient of internal 
consistency 
 
5. Inter-scorer reliability  Two assessment practitioners are used to score all the 
participants’ results. The inter-scorer reliable co-efficient 
is then reflected by the correlation co-efficient between 
these two sets of scores.  
Reliability Co-efficient: Co-efficient of external 
consistency 
6. Intra-scorer reliability  Refers to the consistency of ratings for a single rater. 
Reliability Co-efficient: Co-efficient of external 
consistency 
Source: Foxcroft and Roodt (2013, pp. 49-51) 
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For this study, closed-ended questionnaires were used; one for production line 
managers (refer to Annexure B) and the other for production line workers (refer to 
Annexure C). Both questionnaires were created in the same way. The production line 
managers were requested to evaluate themselves against the selected leadership 
behaviours (Section B) and evaluate the level of employee inclusion (Sections C and 
D) that existed amongst employees within their department (i.e. uniqueness and 
belongingness). The same questionnaire was worded differently and administered to 
the production line workers to evaluate their managers against the selected leadership 
behaviours (Section B) and the employees were requested to evaluate their experience 
of employee inclusion (Sections C and D) within their department (i.e. uniqueness and 
belongingness). Thus, alternate-form or equivalent form reliability was applied in this 
study, which involved the creation and administration of different versions of a 
conceptually identical assessment tool to measure the same construct of interest 
(Bolarinwa, 2015). The aim of using the questionnaire was to measure the relationship 
between leadership behaviours and employee inclusion. These results were 
statistically analysed and the findings are recorded in Chapter 4 of this study. 
 
Essentially, any assessment or research tool should yield similar information when 
used by different people or used at different times. In research, it is important to assess 
the internal consistency of the research tool (i.e. questionnaire). Internal consistency is 
the relationship between all of the results obtained from a single questionnaire or test. 
Thus, inter-rater reliability and test-retest reliability has been used in this study, as the 
research process included a pilot study. The internal consistency of items such as 
individual questions in the questionnaire were measured using statistical procedures 
such as Cronbach’s alpha co-efficient. The Cronbach alpha co-efficient for the 
questionnaires in this study are mostly acceptable and indicate reliability of the various 
items. 
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3.5.2  Validity in Quantitative Research 
 
According to De Vos et al. (2011, p. 58), validity refers to “the extent to which an 
empirical measure adequately reflects the real meaning of the concept under 
consideration, consistency or dependability of a measure”. In other words, the validity 
of a measure concerns what the test measures and how well it does so (Foxcroft and 
Roodt, 2013). A survey questionnaire or test is considered valid if it correctly measures 
the constructs under the study (Neuman, 2011). It encompasses the entire 
experimental concept and establishes whether the results obtained meet all the 
requirements of the scientific research method. De Vos et al. (2011) state that a 
researcher can establish the validity of an instrument by becoming accustomed to 
thinking of the validities of an instrument rather than the instrument’s validity. In other 
words, the extent to which the measuring instrument is accurate, truthful, authentic, 
genuine and sound (De Vos et al., 2011). Table 3.5 below presents the types of 
validities. 
 
Table 3.5: Types of Validity 
Type of Validity Description 
1. Face validity The extent that the measurement instrument items 
linguistically and analytically look like what is supposed to 
be measured. 
2. Content validity  The extent that the measurement instrument items are 
relevant and representative of the target construct. 
3. Construct validity Refers to when the extent to which the test measures the 
theoretical construct that was intended and deduces 
hypothesis from the theory related to the concept. 
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Type of Validity Description 
4. Criterion validity Consists of two types: 
Concurrent validity refers to the extent that a measure 
simultaneously relates to another measure that it is 
supposed to relate. 
Predictive validity refers to the extent that a measure 
predicts another measure. It is future-oriented. It is a way 
to validate a test’s correlation with concrete outcomes. 
Source: Taherdoost (2016, pp. 28-36) 
 
A pilot study was conducted to assure face validity (De Vos et al., 2011). Following the 
pilot study, respondents were given a few short review questionnaires to measure their 
understanding and opinions of the leadership behaviours and employee inclusion 
survey questionnaire. In addition, a statistician from the Nelson Mandela University, 
who is an expert in his field, was able to evaluate whether the questions successfully 
captured the intended topic of the survey. The statistician also assessed question 
construction and common errors such as leading, confusing or double-barrelled 
questions. 
 
To assure content and construct validity (De Vos et al., 2011), the researcher 
developed a theoretical framework based on the theories and literature accumulated 
which relates to leadership behaviours and the effect of the latter on employee 
inclusion. In the same context, the questionnaires were designed based on theoretical 
literature, questionnaires administered in similar studies and the Perceived Insider 
Status Scale (PIS) developed by Stamper and Masterson (2002) to address the goals 
of this study. The research questions, aims and objectives formulated were based on 
the relevant academic literature. 
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3.6 MEASURING INSTRUMENT 
 
As previously mentioned, an empirical study was conducted using a survey 
questionnaire as a data collection tool. According to Rea and Parker (2014, p. 4), “as 
a research technique in the social sciences and professional disciplines, survey 
research design has derived considerable credibility from its widespread acceptance 
and use in academic institutions”. The ultimate goal of survey research is to allow 
researchers to generalize about a large population by studying only a small portion of 
that population (Rea and Parker, 2014, p. 4). Four questionnaires were developed, 
namely two closed-ended survey questionnaires and two open-ended surveys. A 
biographical section was included in each questionnaire to gather information about the 
demographical characteristics of the participants. Information gathered included 
gender, home language and the number of years employed.  
 
3.6.1  Closed-ended questionnaires/surveys 
 
A composite survey questionnaire was administered to collect reliable information. This 
quantitative approach comprises of primary data collected from a large number of 
individuals. Composite survey questionnaires are useful as they aim at discovering the 
relations and interactions among variables (De Vos et al., 2011). The aim of this data 
collection method is to address the problem statement to obtain facts and opinions 
about leadership behaviours and employee inclusion from people who are informed on 
this particular issue. The questionnaire acted as the measuring instrument for this 
study, developed respectively from the theoretical literature, questionnaires 
administered in similar studies and specifically the Perceived Insider Status Scale (PIS) 
developed by Stamper and Masterson (2002) to address the goals of this study. 
 
Perceived Insider Status (PIS) is defined as the extent to which an individual employee 
perceives him or herself as an insider within a particular organisation. It represents that 
employees have earned a personal space and acceptance inside their work 
organisation (Stamper and Masterson, 2002). Developing a questionnaire using the 
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aforementioned, assisted the researcher in identifying whether a significant relationship 
existed between leadership behaviours and employee inclusion. A survey 
questionnaire with a forced choice Likert scale was decided upon as the data collecting 
tool for this study. Respondents were not given a specific option to reflect a 
nonresponse type choice, such as no opinion, don't know, not sure, or not applicable. 
Respondents had to select a response choice that provided a specific answer to the 
respective items in the questionnaire (De Vos et al., 2011). 
 
The elimination of items of nonresponse choices in the forced choice format increased 
the number of questionnaire records with responses that are usable for statistical 
analysis. Questionnaires/survey designers use the forced choice format to encourage 
respondents to provide an actual response (Festinger et al., 2013). The questionnaires 
included a four-option forced-choice scale and was utilised as the data collecting tool 
for this study to determine whether a relationship existed between leadership 
behaviours and employee inclusion and the extent to which leadership behaviours 
influenced feelings of employee inclusion. 
 
The questionnaire measured six specific leadership behaviours as well as the 
dimensions of employee inclusion (i.e. uniqueness and belongingness). The 
questionnaire comprised of two versions, one for the production line manager as a self-
assessment and the other for the production line workers (Please refer to Annexures B 
and C).  
 
The composite survey questionnaire was administered to the production line managers 
and the production line workers at the confectionery organisation. In addition, emphasis 
was placed on anonymity and confidentiality. It was explicitly stated that the research 
was conducted for a master’s study and an informed consent form was attached to 
each questionnaire. The questionnaire was completely voluntary, and the respondents 
were aware that they could withdraw from the study at any time, should they wish to do 
so.   
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3.6.2 Open-ended surveys 
 
Open-ended surveys were conducted with production line managers (leaders) and 
production line workers (subordinates) with the aim of identifying their understanding 
and experience of employee inclusion. According to Neuman (2011), open-ended 
surveys forms part of quantitative research, however, within this method one can obtain 
qualitative data. These open-ended surveys, also known as unstructured interview 
questionnaires covered a substantial number of topics related to the effects of 
leadership behaviours and employee inclusion. These results were analysed 
qualitatively. The qualitative approach comprised of data collected through any 
information which cannot be numerically expressed such as words, non-verbal 
behaviour and pictures (Struwig and Stead, 2001, p. 13). According to De Vos et al. 
(2011), unstructured questionnaires allow the researcher to explore deeply into the 
meaning of a phenomena by giving them a platform to gain a detailed picture of the 
interviewee’s experiences, perceptions and beliefs of a particular topic. 
 
3.7  PROCEDURE 
 
The following section outlines the research process followed in this study.  
 
3.7.1  Preliminary Arrangements  
 
Prior to the research process, the researcher communicated with the Human Resource 
(HR) Manager of the confectionery organisation requesting permission to conduct the 
study in the organisation. Permission was granted via e-mail by the Managing Director 
(MD) of the organisation to include their production line managers and production line 
workers in this study. The MD assigned an HR business partner to assist the researcher 
with the physical planning and successful administration of the study. 
 
3.7.2 Ethical Aspects  
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Ethical considerations of confidentiality, anonymity and privacy were addressed in this 
study. A conscious effort was always made to uphold the above-mentioned during and 
after the research process. A guarantee was given to the respondents as well as the 
organisation that they will remain anonymous and their names will not be revealed in 
the research report.  
 
Questionnaires were distributed to respondents and were conducted anonymously, 
requiring respondents to place their completed questionnaires in a box that was 
stationed in a controlled area. The objectives and nature of the research study were 
explained and put in relation to the value it holds for the respondent as well as the 
organisation.  
 
In addition, emphasis was placed on anonymity and confidentiality. An informed 
consent form was attached to each questionnaire and explained accordingly. It is 
important to have an informed consent form in place for a research study, as it advises 
potential respondents of various aspects of the research objectives, procedures, risks 
and benefits. Participants of research studies always retain ownership of their data and 
control of how it may be used. Thus, enabling them to decide if and how their data 
should be used. An informed consent form allows the researcher access to this data 
(De Vos et al., 2011). Furthermore, participation in the study was completely voluntary 
and respondents were aware that they could withdraw from the study at any time, 
should they wish to do so.  Respondents were also informed about the ethical clearance 
received for the study from the Nelson Mandela University Research Ethics Committee. 
 
3.7.3  Administration of measuring instrument and data collection 
 
Grounded within the positivistic paradigm, the data collection technique was 
quantitative in nature and data collected through a way of a surveys/questionnaires 
(Struwig and Stead, 2001). The data collection procedure involved a paper-pencil 
composite closed-ended questionnaire and an open-ended survey. The composite 
closed-ended questionnaire was administered to both the production line managers 
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and the production line workers. The researcher created a questionnaire station 
accessible to production line workers to complete the questionnaire at their 
convenience on site. The questionnaires for the production line managers was hand-
delivered to them to complete and the researcher was available to clarify any 
uncertainties related to the questionnaire.  
 
The closed-ended questionnaires were distributed to respondents and were conducted 
anonymously, requiring respondents to place their completed questionnaires in a box 
that was stationed in a controlled area and in immediate reach of the researcher. The 
researcher designed a poster (please refer to Annexure F) to inform prospective 
participants about the study underway and this poster was placed at the questionnaire 
station, created by the researcher and the HR Manager. The researcher was always 
present to explain the purpose of the study and addressed any questions related to the 
study.  
 
The open-ended surveys were distributed to respondents and were conducted 
anonymously. The researcher attached the open-ended surveys to the closed-ended 
questionnaires for all of the line managers, whereas the thirteen open-ended surveys 
for the employees were distributed at random at the questionnaire station.  
 
The researcher utilised a paper-pencil based questionnaire for the respondents to 
complete. The advantages of the above-mentioned is to accommodate all of the 
respondents within the research study. According to De Vos et al. (2011), most 
researchers utilise electronic questionnaires as this method eliminates the need for 
separately transferring data from each paper questionnaire into a database. However, 
Grinnel and Unrau (2008) argue that even if the data can be easily collected from 
remote areas by using the Internet, tablets, cellphones or 3G technology, one of the 
major disadvantages experienced with this data collection method is that respondents 
who are not familiar with using a computer struggle in terms of completing the 
questionnaires and most respondents are reluctant to participate. Furthermore, after 
consultation with the HR Manager at the confectionary organisation, it was brought to 
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the researcher’s attention that many electronic survey efforts have been unsuccessful 
in the past due to the nature of the administration. Thus, a paper-pencil based 
questionnaire was decided on to accommodate all participants and ensure a smooth 
research process. 
 
The open-ended surveys were administered to all production line mangers and thirteen 
randomly selected production line workers. The researcher developed unstructured 
questions for the open-ended survey questionnaire based on academic literature and 
a theoretical framework, hence a pilot study was conducted before the research 
process continued.  According to De Vos et al. (2011), a pilot study is the pre-testing or 
trying out of a particular research instrument. After the pilot questionnaires (closed and 
open-ended) had been distributed, administered and collected, questions were 
reviewed by the researcher, research supervisor and statistician. Upon reviewing the 
participants’ responses, no amendments were made as the questionnaire and survey 
received positive reviews from both the line managers and the production line workers 
who participated in the pilot study.   
 
At the end of the allocated time for the completion of the survey administration (27 July 
2018), a response rate of 85 percent (11 responses) was obtained for production line 
managers. The same procedure was followed for the production line workers and the 
response rate for the production line workers was 141, which exceeded the pre-
determined rate value of 130.  
 
3.8  STATISTICAL METHODS USED FOR DATA ANALYSIS 
 
The data was processed and analysed by a statistician at the Nelson Mandela 
University. Both descriptive and inferential statistical techniques were used. According 
to Gravetter and Wallnau (2014) descriptive statistics refer to measures used to 
simplify, summarise and organise data. The descriptive statistics included means and 
standard deviations displayed by numerical calculations, graphs and tables. The 
Cronbach alpha was used to test the reliability of the statements within the 
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questionnaires and assumed a criterion of 0.7. Generally, alpha values above 0.70 are 
acceptable, although Field (2005) states that when attitudes or perceptions and not 
abilities are tested, a score of up to 0.6 could still be held as acceptable.  
 
A canonical correlational analysis was used to test the hypothesis to determine the 
strength of the relationship between leadership behaviours and employee inclusion 
(Rumsey, 2011). According to Rumsey (2011), when summarising the relationship 
between two quantitative variables, one should consider the direction (i.e. positive or 
negative) and the significance or strength (weak, moderate, strong) of the relationship.  
Regarding the relationship between the variables, it is important to note that all 
canonical correlations are significant at the 5% significance level. A canonical 
correlation between 4.21 – 5.00 is indicative of a very high correlation, whereas a 
canonical correlation between 1.00 – 1.79 is a very low correlation (Rumsey, 2011). 
 
In this research analysis, Pearson’s Coefficient of skewness was used. This statistical 
method aids in identifying the degree of agreement or disagreement amongst 
respondents in terms of the extent to which they believe the pre-selected leadership 
behaviours are exhibited within their working environment. The Mann-Whitney Test 
was used to analyse the difference between the median responses of the production 
line managers and the production line workers, thus determining the relationship 
between leadership behaviours and employees’ feelings of inclusion. Furthermore, it 
allowed for comparison of responses between male and female production line 
workers. The Kruskal-Wallis Test was used to analyse differences amongst the 
responses of participants in terms of their respective tenure. The inferential statistics 
allowed the testing of the hypothesis and whether the sample results held true in a 
population (Neuman, 2011).  
 
The statistical analyses for the data received for the closed-ended questionnaires and 
open-ended surveys are presented and discussed in Chapter 4. 
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3.9  RESEARCH HYPOTHESIS 
 
The following research hypotheses were formulated for this study:  
H1: There is a significant relationship between leadership behaviours and employee 
inclusion 
H2: The behaviours of the leader influenced the employees’ experience of inclusion 
 
3.10  CONCLUSION 
 
In this chapter, aspects regarding the research methodology used during the empirical 
study were presented. A theoretical study was conducted to address theoretical 
research aims and objectives of the study by exploring previous and recent academic 
literature on leadership, leadership behaviours and the concept of employee inclusion.  
 
A positivist research paradigm and a quantitative approach to research were followed 
for the empirical study. A pilot study was conducted to determine whether the 
questionnaire created was user-friendly and to test the research instrument.  
 
Closed-ended questionnaires and open-ended surveys were distributed amongst the 
production line managers and the production line workers at the confectionery 
organisation to measure leadership behaviours and levels of employee inclusion (i.e. 
uniqueness and belongingness). The target group, from the various production lines 
with a gender ratio close to 50-50, was predominantly Afrikaans and English-speaking 
individuals and had a tenure of 10 to 19 years within the organisation.  
 
The quantitative statistical techniques used in this study consisted primarily of 
descriptive and inferential statistics. The qualitative aspect of the study was analysed 
through an informal method (i.e. responses were recorded and written verbatim within 
this study). 
 
Chapter 4 deals with the report and discussion of results of the empirical study. 
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CHAPTER 4 
FINDINGS AND DISCUSSION 
 
4.1 INTRODUCTION 
 
The main purpose of this study was to explore the relationship between leadership 
behaviours and employee inclusion. In the previous chapter, the methodology and 
techniques applied to conduct the empirical research were outlined as well as a 
summary of the demographic information received from Section A of the questionnaire, 
was included. 
 
In this chapter the results of the empirical study are reported and discussed. These 
results are related to research aims four, five and six. For the purpose of clarity, these 
research aims are restated below. 
 
Research Aim 4 
To determine the extent to which production line managers in a confectionary 
organisation exhibit leadership behaviours that contribute to employee inclusion. 
 
Research Aim 5 
To identify the extent to which production line workers at a confectionary organisation 
experience inclusion. 
 
Research Aim 6 
To determine the relationship between the production line managers’ behaviours and 
production line workers’ experiences of inclusion at the confectionary organisation. 
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4.2 DESCRIPTIVE STATISTICS FOR SECTIONS B, C AND D: LEADERSHIP 
BEHAVIOURS AND EMPLOYEE INCLUSION 
 
4.2.1  Mean scores and standard deviations 
 
In this section the descriptive statistics, namely the mean scores and standard 
deviations for responses to Section B (leadership behaviours) and Sections C and D 
(employee inclusion) are presented separately for the production line managers and 
the production line workers. These descriptive statistics address research aims four 
and five. Table 4.1 and Table 4.2 present the descriptive statistics for production line 
managers and Table 4.3 and Table 4.4 present the descriptive statistics for production 
line workers. 
 
Table 4.1 presents the descriptive statistics for Section B of the questionnaire 
responses obtained from the production line managers 
 
Table 4.1: Descriptive statistics for Section B (responses received from 
production line managers) 
No Leadership behaviours  Mean 
Score 
Standard 
Deviation 
Score 
1 Fairness and respect within my department is 3.3 0.79 
2 Diversity and inclusion are business priorities and 
resources toward improving the latter are allocated 
2.8 0.75 
3 I acknowledge my personal limitations, weaknesses and 
mistakes 
3.5 0.69 
4 Fixed organisational attitudes and practices are 
challenged in my department 
2.7 1.01 
5 Learning about one’s personal biases through feedback 
from team members and preventing personal biases to 
influence decisions about others is 
3.5 0.69 
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No Leadership behaviours  Mean 
Score 
Standard 
Deviation 
Score 
6 Employing transparent, consistent and informed 
decision-making about the existing talent within the work 
team is very important 
3.5 0.69 
7 Avoiding judgment when engaging with diverse people, 
curious questioning and listening attentively to better 
understand their viewpoints is 
3.5 0.69 
8 The demonstration and encouragement of creative 
thinking within the department is 
2.5 0.69 
9 Showing an active interest in learning about other 
cultures and working with individuals from different 
cultural backgrounds is 
3.2 0.87 
10 Using appropriate verbal and nonverbal behaviour in 
cross-cultural encounters is 
3.5 0.52 
11 Team members respect each other and are empowered 
to make informed decisions about issues that impact 
their work 
3.0 0.45 
12 Conflict is appropriately managed, and all team 
members are explicitly included in team discussions 
3.2 0.60 
 
It is evident from Table 4.1 that for all of the statements, the average mean scores show 
a tendency towards favourable responses. This implies that on average, managers 
believed that they exhibit the pre-selected leadership behaviours associated with 
employee inclusion and they encourage employee inclusion. The spread of the 
standard deviations are relatively narrow, ranging from 0.45 to 1.01. This indicates 
agreement among the managers in terms of the statements in the section, implying that 
there was a general agreement among the respondents that they exhibit the pre-
selected leadership behaviours associated with employee inclusion. The highest 
standard deviation (1.01) was for statement 4 (Fixed organisational attitudes and 
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practices are challenged in my department – mean 2.7) which shows disagreement in 
terms of this statement, although the disagreement is still relatively low. 
 
The highest mean scores were obtained for the following five statements: 
• I acknowledge my personal limitations, weaknesses and mistakes (statement 3 
– mean score 3.5). 
• Learning about one’s personal biases through feedback from team members 
and preventing personal biases to influence decisions about others is (statement 
5 – mean score 3.5). 
• Employing transparent, consistent and informed decision-making about the 
existing talent within the work team is very important (statement 6 – mean score 
3.5). 
• Avoiding judgment when engaging with diverse people, curious questioning and 
listening attentively to better understand their viewpoints is (statement 7 – mean 
score 3.5). 
• Using appropriate verbal and nonverbal behaviour in cross-cultural encounters 
is (statement 10 – mean score 3.5). 
 
The above statements which received the highest mean scores for leadership 
behaviours, relate to courage, cognizance of bias, curiosity and cultural intelligence. 
According to Prime and Salib (2014), a leader who displays courage admits mistakes 
and learns from criticism and differing points of view. Highly inclusive leaders are 
mindful of personal and organisational blind spots and ensure fair play by constantly 
being aware of their personal biases, being confident and effective in cross-cultural 
interactions (Dillon and Bourke, 2016). 
 
The lowest mean scores were obtained for the following five statements: 
• Diversity and inclusion are business priorities and resources toward improving 
the latter are allocated (statement 2 – mean score 2.8). 
• Fixed organisational attitudes and practices are challenged in my department 
(statement 4 – mean score 2.7). 
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• The demonstration and encouragement of creative thinking within the 
department is (statement 8 – mean score 2.5). 
• Team members respect each other and are empowered to make informed 
decisions about issues that impact their work (statement 11 – mean score 3.0). 
• Conflict is appropriately managed and all team members are explicitly included 
in team discussions (statement 12 – mean score 3.2). 
 
The above statements which received the lowest mean scores for leadership 
behaviours, relate mostly to courage, collaboration and commitment. Undoubtedly, 
some incongruence exists between the responses as one of the highest and lowest 
mean scores obtained, related to courage. According to Dillon and Bourke (2016), 
courage enables leaders to speak up, challenge the status quo and acknowledge their 
strengths and weakness. Highly inclusive leaders exhibit all pre-selected leadership 
behaviours, including courage, collaboration and commitment.  
 
Table 4.2 presents the descriptive statistics for Sections C and D of the responses 
obtained from the production line managers. 
 
Table 4.2: Descriptive statistics for Sections C and D (responses received from 
production line managers) 
No Perception of employee inclusion Mean 
Score 
Standard 
Deviation 
Score 
13 Unique talents of team members are encouraged and 
valued 
2.8 0.75 
14 All team members are given the necessary information 
to perform their work well and are afforded opportunities 
to solve problems in their own unique way 
3.4 0.67 
15 The principle of feeling included within the team is 3.5 0.52 
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No Perception of employee inclusion Mean 
Score 
Standard 
Deviation 
Score 
16 Diversity is embraced within the team and a safe, open 
and trusting environment is created for all team 
members 
3.3 1.01 
 
It is evident from Table 4.2 that for all of the statements, the average mean scores show 
a tendency towards favourable responses. This implies that on average, managers 
believed that they encourage employee inclusion within their department. The spread 
of the standard deviations are relatively narrow, ranging from 0.52 to 1.01. This 
indicates agreement among the managers in terms of the statements in Sections C and 
D, implying a general agreement among the respondents that employee inclusion is 
encouraged within their department. The highest standard deviation (1.01) was for 
statement 16 (Diversity is embraced within the team and a safe, open and trusting 
environment is created for all team members – mean 3.3) which shows disagreement 
in terms of this statement, although the disagreement is still relatively low. 
 
The highest mean scores were obtained for the following two statements: 
• The principle of feeling included within the team is (statement 15 – mean score 
3.5). 
• All team members are given the necessary information to perform their work well 
and are afforded opportunities to solve problems in their own unique way 
(statement 14 – mean score 3.4). 
 
The lowest mean score obtained was from the following statement: 
• Unique talents of team members are encouraged and valued (statement 13 – 
mean score 2.8). 
 
The highest mean score for employee inclusion relates to belonginess and uniqueness. 
According to Prime and Salib (2014), employee inclusion occurs when employees feel 
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recognised for their differences and feel a sense of belonging. They further postulate 
that uniqueness and belongingness account for inclusion in most countries. Their 
findings suggest that in Australia, China, Germany, Mexico and the United States, 
“employees felt included when, simultaneously, they perceived they were both similar 
to and distinct from their co-workers” (Prime and Salib, 2014, p. 4). The lowest mean 
score for employee inclusion specifically relates to uniqueness. According to Prime and 
Salib, in all of the above-mentioned countries, uniqueness accounted for an average of 
21% of employee perception of inclusion, whereas belongingness accounted for an 
average of 30% of employee perception of inclusion. 
 
The theory postulates that inclusive leaders are global-oriented, innovative and focused 
on change and growth, who demonstrate cultural agility, self-awareness and openness 
to diverse points of view. These leaders are also inspirational and motivate their 
followers. All of the above-mentioned characteristics are key attributes of leadership 
behaviours such as commitment, courage, cognizance of bias, curiosity, cultural 
intelligence and collaboration that contribute to employee inclusion (Prime and Salib, 
2014; Dillion and Bourke, 2016; Tapia and Lange, 2016).  
 
Based on the responses received from the production line managers, it is evident that 
they showed a stronger tendency towards courage, cognizance of bias, curiosity and 
cultural intelligence as leadership behaviours and a stronger tendency towards 
belongingness as an integral part of employee inclusion. This could imply that 
production line managers tend to place more emphasis on belongingness at the 
expense of uniqueness.  
 
The following table represents the responses obtained from the production line 
workers. 
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Table 4.3: Descriptive statistics for Section B (responses received from 
production line workers) 
No Leadership behaviours Mean 
Score 
Standard 
Deviation 
Score 
1 Fairness and respect within my department is 2.7 0.99 
2 Diversity and inclusion are business priorities and 
resources toward improving the latter are allocated 
2.6 0.85 
3 My line manager acknowledges his/her personal 
limitations, weaknesses and mistakes 
2.1 0.96 
4 Fixed organisational attitudes and practices are 
challenged in my department 
2.3 0.87 
5 My line manager is open to learning about his/her 
personal biases through feedback from team members 
and prevents his/her personal biases from influencing 
decisions about others 
2.2 0.98 
6 My line manager employs transparent, consistent and 
informed decision-making about the existing talent 
within the work team 
2.4 0.92 
7 My line manager is able to withhold fast judgment when 
engaging with diverse people, shows curiosity and 
listens attentively to better understand my viewpoint 
2.3 1.01 
8 The demonstration and encouragement of creative 
thinking within my department is 
2.5 0.92 
9 My line manager shows an active interest in learning 
about other cultures and working with individuals from 
different cultural backgrounds 
2.4 0.94 
10 Using appropriate verbal and nonverbal behaviour in 
cross-cultural encounters is 
2.5 0.82 
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No Leadership behaviours Mean 
Score 
Standard 
Deviation 
Score 
11 Team members respect each other and are empowered 
to make informed decisions about issues that impact 
their work 
2.8 0.90 
12 Conflict is appropriately managed, and all team 
members are explicitly included in team discussions 
2.6 0.94 
 
It is evident from Table 4.3 that the mean scores obtained in this section ranged from 
favourable to unfavourable responses, but showed a stronger tendency towards 
unfavourable responses. This implies that the production line workers disagreed that 
all of the pre-selected leadership behaviours which contribute to employee inclusion 
were evident in their managers. This contradicts the production line managers’ 
responses. 
 
The highest mean scores were obtained for the following four statements: 
• Team members respect each other and are empowered to make informed 
decisions about issues that impact their work (statement 11 – mean score 2.8). 
• Fairness and respect within my department is (statement 1 – mean score 2.7). 
• Diversity and inclusion are business priorities and resources toward improving 
the latter are allocated (statement 2 – mean score 2.6). 
• Conflict is appropriately managed, and all team members are explicitly included 
in team discussions (statement 12 – mean score 2.6). 
 
The above statements which received the highest mean scores for leadership 
behaviours, relate to commitment and collaboration. Production line workers showed a 
strong tendency towards positive responses in terms of fairness and respect within their 
department (specifically statement 1 – fairness and respect within my department is 
often encouraged). This statement speaks to commitment as a leadership behaviour. 
According to Dillon and Bourke (2016), fairness and respect are foundational elements 
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underpinned by ideas about equality of treatment and opportunities. Furthermore, 
Dillon and Bourke (2016) postulate that the elements of collaboration include 
empowerment, teaming and voice and elements of commitment include personal 
values and being committed to treating employees with fairness and respect. These 
leadership behaviours contribute to employee inclusion and increase feelings of 
uniqueness and belongingness.  
 
At face value, these results show that there was some incongruence between the 
responses received from the production line managers and the production line workers. 
As discussed earlier, the most positive responses obtained from the production line 
managers relate to courage, cognizance of bias, curiosity and cultural intelligence. 
The lowest mean scores were obtained for the following four statements: 
• My line manager acknowledges his/her personal limitations, weaknesses and 
mistakes (statement 3 – mean score 2.1). 
• My line manager is open to learning about his/her personal biases through 
feedback from team members and prevents his/her personal biases from 
influencing decisions about others (statement 5 – mean score 2.2). 
• Fixed organisational attitudes and practices are challenged in my department 
(statement 4 – mean score 2.3). 
• My line manager is able to withhold fast judgment when engaging with diverse 
people, shows curiosity and listens attentively to better understand my viewpoint 
(statement 7 – mean score 2.3). 
 
The above statements which received the lowest mean scores for leadership 
behaviours, relate mostly to courage, cognizance of bias and curiosity. The lowest 
mean score (2.1) obtained was for statement 3 (My line manager acknowledges his/her 
personal limitations, weaknesses and mistakes). This result could imply that the 
managers fail to acknowledge their personal limitations, weaknesses and mistakes and 
in turn, lack a sense of humility. According to Prime and Salib (2014), humility is 
important in predicting feelings of uniqueness and belongingness. Admitting to one’s 
mistakes, learning from criticism and different points of view as well as acknowledging 
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and seeking contributions of subordinates to overcome one’s limitations, are important 
for an inclusive leader (Prime and Salib, 2014). 
 
Furthermore, the above statements show tendencies towards neutral as well as 
unfavourable responses. The lowest mean scores obtained are for statements related 
to the managers’ efforts in acknowledging their personal limitations and weakness, and 
challenging organisational attitudes and practices. These practices would promote 
homogeneity, transparency, consistent, fair and merit-based decision-making about 
talent and enable attentive listening to other people’s points of view. Based on the 
production line workers’ responses, this may imply that managers do not exhibit the 
above-mentioned leadership behaviours.  
 
Table 4.4 presents the descriptive statistics for Sections C and D of the responses 
obtained from the production line workers. 
 
Table 4.4: Descriptive statistics for Sections C and D (responses received from 
production line workers) 
No Perception of employee inclusion Mean 
Score 
Standard 
Deviation 
Score 
13 Unique talents of team members are encouraged and 
valued 
2.2 0.98 
14 All team members are given the necessary information 
to perform their work well and are afforded opportunities 
to solve problems in their own unique way 
2.8 0.89 
15 The principle of feeling included within the team is 2.8 0.91 
16 Diversity is embraced within the team and a safe, open 
and trusting environment is created for all team 
members 
2.7 0.91 
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The highest mean scores were obtained for the following two statements: 
• All team members are given the necessary information to perform their work well 
and are afforded opportunities to solve problems in their own unique way 
(statement 14 – mean score 2.8). 
• The principle of feeling included within the team is (statement 15 – mean score 
2.8). 
 
The lowest mean score obtained was from the following statement: 
• Unique talents of team members are encouraged and valued (statement 13 – 
mean score 2.2). 
 
The highest mean score for employee inclusion relates to both uniqueness and 
belongingness. These results reflect that, according to the production line workers who 
participated in the study, their managers empower them, work hard to ensure that team 
members respect each other and that there are no out-groups within the team. In 
addition, all team members are included in team discussions and managers are 
committed to treating others with fairness and respect.  
 
The lowest mean score for employee inclusion specifically relates to uniqueness. This 
is interesting to note as the lowest mean score for employee inclusion based on the 
responses from the production line managers also relate to uniqueness. Therefore, 
there is a congruence between the responses of the production line managers and the 
production line workers. As previously mentioned, authors Prime and Salib (2014) 
found that across six countries, namely Australia, China, Germany, Mexico and the 
United, uniqueness accounted for an average of 21% of employee perception of 
inclusion, whereas belongingness accounted for an average of 30% of employee 
perception of inclusion. According to Prime and Salib (2014), uniqueness and 
belongingness are universal needs and, in their study on inclusion, the inclusion 
formula (i.e. uniqueness and belongingness) was the same for both women and men.  
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In conclusion, the results of Sections B, C and D revealed mostly positive responses 
from the production line managers and negative responses from the production line 
workers. There was congruence and incongruence between the responses. Both the 
production line managers and the production line workers agreed that managers 
exhibited certain pre-selected leadership behaviours, but not all of them. 
 
4.2.2  Pearson’s Coefficient of Skewness 
 
In this section, the descriptive statistics, namely the skewness of the responses for 
Sections B, C and D are presented separately for production line managers and 
workers. This descriptive statistic addresses research aims four and five. Table 4.5 
presents the descriptive statistics for production line managers and Table 4.6 presents 
the descriptive statistics for production line workers. 
 
According to Field (2009), Pearson’s Coefficient of Skewness is an abstract quantity 
which indicates how the data has piled-up.  
 
Pearson’s Coefficient of Skewness method: 
 
 
Where  = the mean, Mo = the mode and s = the standard deviation for the sample. 
 
Skewness is usually described as a measure of a dataset’s symmetry or a lack of 
symmetry. A perfectly symmetrical data set will have a skewness of 0. A distribution is 
negatively skewed, or skewed to the left, if the scores fall toward the higher side of the 
scale and there are very few low scores. Thus, this indicates that most respondents 
lean towards a positive point of view based on the questions asked. Similarly, in 
positively skewed distributions, or skewed to the right, the scores fall toward the lower 
side of the scale and there are very few high scores. The mean is usually greater than 
the median, which is always greater than the mode. Thus, this indicates that most 
 70 
 
respondents lean towards a negative point of view based on the questions asked 
(Rumsey, 2011). The selection of Pearson’s Coefficient of Skewness as a statistical 
method aids in identifying the degree of agreement or disagreement amongst 
production line managers. This is in terms of the extent to which they believe they 
exhibit leadership behaviours that lead to employee inclusion and the extent to which 
employee inclusion is encouraged within their department. Similarly, it aids in 
identifying the degree of agreement or disagreement amongst production line workers 
in terms of the extent to which they believe their managers exhibit leadership 
behaviours that contributes to and encourages employee inclusion within their 
department. 
 
The following table represents the responses obtained from the production line 
managers. 
 
Table 4.5: Descriptive statistics for Sections B, C and D (responses received from 
production line managers) 
No Leadership behaviours and perception of employee inclusion  Skewness 
1 Fairness and respect within my department is -0.92 
2 Diversity and inclusion are business priorities and resources 
toward improving the latter are allocated 
-0.24 
3 I acknowledge my personal limitations, weaknesses and mistakes -0.79 
4 Fixed organisational attitudes and practices are challenged in my 
department 
0.72 
5 Learning about one’s personal biases through feedback from team 
members and preventing personal biases to influence decisions 
about others is 
-0.66 
6 Employing transparent, consistent and informed decision-making 
about the existing talent within the work team is very important 
-0.79 
7 Avoiding judgment when engaging with diverse people, curious 
questioning and listening attentively to better understand their 
viewpoints is 
-0.79 
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No Leadership behaviours and perception of employee inclusion  Skewness 
8 The demonstration and encouragement of creative thinking within 
the department is 
-0.66 
9 Showing an active interest in learning about other cultures and 
working with individuals from different cultural backgrounds is 
-0.94 
10 Using appropriate verbal and nonverbal behaviour in cross-cultural 
encounters is 
0.87 
11 Team members respect each other and are empowered to make 
informed decisions about issues that impact their work 
0.00 
12 Conflict is appropriately managed, and all team members are 
explicitly included in team discussions 
0.30 
13 Unique talents of team members are encouraged and valued -0.24 
14 All team members are given the necessary information to perform 
their work well and are afforded opportunities to solve problems in 
their own unique way 
-0.94 
15 The principle of feeling included within the team is -0.87 
16 Diversity is embraced within the team and a safe, open and trusting 
environment is created for all team members 
-0.72 
 
It is evident from Table 4.5 that the skewness from the managers’ responses ranged 
between favourable and unfavourable responses, but showed a stronger tendency 
towards favourable responses. The results indicate that production line managers 
agree that they exhibit most of the leadership behaviours that lead to employee 
inclusion. However, there was some degree of disagreement in terms of the extent to 
which they exhibit courage and collaboration as leadership behaviours. As previously 
mentioned, there is some incongruence that exists between the responses amongst 
production line managers as one of the highest and lowest mean scores discussed 
earlier, related to courage. According to Dillon and Bourke (2016), courage is one of 
the most important leadership behaviours to foster employee inclusion as it enables 
leaders to speak up, challenge the status quo and acknowledge their strengths and 
weakness. Furthermore, Dillon and Bourke (2016) deem empowerment, being 
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disciplined about diversity in terms of team composition and processes and explicitly 
including team members in discussions as being the foundational elements 
underpinned by collaboration. Thus, collaboration is equally important to foster 
employee inclusion. 
 
In terms of employee inclusion, the results indicate that production line managers agree 
that employee inclusion is encouraged within their department, as they showed a very 
strong tendency towards positive responses for statements relating to employee 
inclusion.  
 
The following table represents the responses obtained from the production line 
workers. 
 
Table 4.6: Descriptive statistics for Sections B, C and D (responses received from 
production line workers) 
No Leadership behaviours and perception of employee 
inclusion 
Skewness 
1 Fairness and respect within my department is -0.32 
2 Diversity and inclusion are business priorities and resources 
toward improving the latter are allocated 
0.71 
3 My line manager acknowledges his/her personal limitations, 
weaknesses and mistakes 
0.09 
4 Fixed organisational attitudes and practices are challenged in my 
department 
0.30 
5 My line manager is open to learning about his/her personal biases 
through feedback from team members and prevents his/her 
personal biases from influencing decisions about others 
0.19 
6 My line manager employs transparent, consistent and informed 
decision-making about the existing talent within the work team 
0.41 
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No Leadership behaviours and perception of employee 
inclusion 
Skewness 
7 My line manager is able to withhold fast judgment when engaging 
with diverse people, shows curiosity and listens attentively to 
better understand my viewpoint 
0.32 
8 The demonstration and encouragement of creative thinking within 
my department is 
-0.55 
9 My line manager shows an active interest in learning about other 
cultures and working with individuals from different cultural 
backgrounds 
0.43 
10 Using appropriate verbal and nonverbal behaviour in cross-
cultural encounters is 
0.66 
11 Team members respect each other and are empowered to make 
informed decisions about issues that impact their work 
-0.17 
12 Conflict is appropriately managed, and all team members are 
explicitly included in team discussions 
0.67 
13 Unique talents of team members are encouraged and valued 0.25 
14 All team members are given the necessary information to perform 
their work well and are afforded opportunities to solve problems 
in their own unique way 
0.92 
15 The principle of feeling included within the team is -0.22 
16 Diversity is embraced within the team and a safe, open and 
trusting environment is created for all team members 
0.80 
 
It is evident from Table 4.6 that the skewness from the production line workers’ 
responses leans towards unfavourable responses. The results indicate that production 
line workers disagree that their managers exhibit leadership behaviours that lead to 
employee inclusion. However, there was some degree of agreement in terms of the 
extent to which their leaders exhibit courage, curiosity and collaboration as leadership 
behaviours. As previously mentioned, courage and collaboration are two of the most 
important leadership behaviours to foster employee inclusion. Furthermore, Dillon and 
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Bourke (2016) and Tapia and Lange (2016) deem openness, perspective taking and 
coping with uncertainty as being the foundational elements underpinned by curiosity. 
Highly inclusive leaders have an open mind set, tolerance for ambiguity and a desire 
to understand the viewpoints of their followers (Dillon and Bourke, 2016). 
 
In terms of employee inclusion, the results indicate that production line workers 
disagree that employee inclusion is encouraged within their department, as they 
showed a very strong tendency towards negative responses for statements relating to 
employee inclusion. However, there was some degree of agreement in terms of the 
extent to which belongingness is encouraged as a construct of employee inclusion 
within their department. As mentioned earlier, according to Prime and Salib (2014), in 
their study across six countries, belongingness accounted for an average of 30% of 
employee perception of inclusion, whereas uniqueness accounted for an average of 
21% of employee perception of inclusion.  
 
In conclusion, it is interesting to note the incongruence that exists amongst the 
production line managers and the production line workers, specifically in terms of the 
leadership behaviours that lead to employee inclusion. Production line managers 
showed an unfavourable response towards courage and collaboration whereas the 
production line workers showed a favourable response to these. This may imply that 
managers are unaware that they are exhibiting these leadership behaviours, or the 
production line workers might share a different perspective on the concept of courage 
and collaboration than that of their managers. 
 
4.3  CRONBACH ALPHA SCORES FOR SELECTED FACTORS IN SECTIONS B 
(LEADERSHIP BEHAVIOURS), C AND D (EMPLOYEE INCLUSION) 
 
The reliability of the instruments is measured by the Cronbach alpha co-efficient which 
is based on the average correlation of variables within a test (Foxcroft and Roodt, 
2013). Cronbach alpha coefficients are utilised to assess the internal consistency of the 
measuring instrument (Gravetter and Wallnau, 2014). Generally, alpha values above 
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0.70 are acceptable, although Field (2009) states that, when attitudes or perceptions 
and not abilities are tested, a score of up to 0.6 could still be held as acceptable. 
According to Malhotra (2007), Cronbach’s alpha is considered acceptable if it is 0.6 or 
more.  
 
Table 4.7: Cronbach coefficient alphas (for both the responses of managers and 
employees) 
Construct Questions Cronbach alpha 
Commitment 1.2 0.700 
Courage 3.4 0.669 
Cognizance of bias 5.6 0.799 
Curiosity 7.8 0.687 
Cultural intelligence 9.10 0.660 
Collaboration 11.12 0.725 
Uniqueness 13.14 0.789 
Belongingness 15.16 0.819 
 
The above table reflects the Cronbach alpha coefficients for Section B (leadership 
behaviours), namely commitment, courage, cognizance of bias, curiosity, cultural 
intelligence and collaboration. The table also reflects the Cronbach alpha coefficients 
for Sections C and D (employee inclusion), namely uniqueness and belongingness. 
The Cronbach alpha coefficients for the above-mentioned factors ranging from 0.66 to 
0.81, can be considered as acceptable (refer to Table 4.7), as they are greater than 
0.60 and therefore evident of reliability. 
 
In the next section, the results of Sections B, C and D are compared through canonical 
correlation analysis to determine the extent to which the constructs relate to each other 
as measured in the study. 
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4.4 CANONICAL CORRELATIONS FOR CONSTRUCTS IN SECTIONS B 
(LEADERSHIP BEHAVIOURS), C AND D (EMPLOYEE INCLUSION) 
 
A Canonical correlation analysis was conducted for constructs in Sections B, C and D 
to determine the extent to which the constructs related to each other as measured in 
this study. This inferential statistic addresses research aim six. Canonical correlations 
were used to correlate a set of questions (items) which describe a specific construct 
with another set of questions which describe a different construct. Canonical 
Correlation analysis is the analysis of multiple-X multiple-Y correlation (Gravetter and 
Wallnau, 2014).  The canonical correlation coefficient measures the strength of 
association between two canonical variates. Canonical correlation analysis is 
preferable in analysing the strength of association between two constructs. This is such 
because it creates an internal structure, for example, a different importance of single 
item scores that make up the overall score (as found in satisfaction measurements and 
aptitude testing). 
 
It is important to note that all canonical correlations are significant at the 5% significance 
level (0.5). The following guidelines were used to analyse the mean scores:  
• - 1.79: Very low  
• 1.80 - 2.59: Low  
• 2.60 - 3.40: Average  
• 3.41 - 4.20: High  
• 4.21 - 5.00: Very high  
 
Table 4.8 presents the canonical correlations for Section B (leadership behaviours) and 
Sections C and D (employee inclusion: uniqueness and belongingness). 
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Table 4.8: Canonical correlations between constructs 
Construct 
C
o
m
m
it
m
e
n
t 
C
o
u
ra
g
e
 
C
o
g
n
iz
a
n
c
e
 
o
f 
b
ia
s
 
C
u
ri
o
s
it
y
 
C
u
lt
u
ra
l 
in
te
ll
ig
e
n
c
e
 
C
o
ll
a
b
o
ra
ti
o
n
 
Uniqueness 0.707 0.697 0.673 0.734 0.75 0.711 
Belongingness 0.634 0.663 0.634 0.659 0.777 0.672 
 
It is evident from the above Table 4.8 that a positive canonical correlation exists 
between leadership behaviours (commitment, courage, cognizance of bias, curiosity, 
cultural intelligence and collaboration) and employee inclusion (uniqueness and 
belonginess) as the strength of association between these constructs exceeds the level 
of significance, which is set at 5% (0.5). This proves that there is indeed a relationship 
between the selected leadership behaviours and employee inclusion. 
 
The strongest canonical correlation was found between cultural intelligence and 
belongingness (0.777) and cultural intelligence and uniqueness (0.75). This indicates 
that there is a very strong level of association between cultural intelligence as a 
leadership behaviour and employee inclusion. This relates to theory (Prime and Salib, 
2014; Dillon and Bourke, 2016; Tapia and Lange, 2016) which state that highly inclusive 
leaders are confident and effective in cross-cultural interactions. While an 
understanding of cultural similarities and differences are important, inclusive leaders 
are also aware of how their own culture may affect their perception of the world, and 
how this in turn may result in cultural stereotypes, which can ultimately influence their 
expectations of subordinates (Dillon and Bourke, 2016). The capabilities of an inclusive 
leader in relation to cultural intelligence and how this results in employee inclusion is 
encapsulated in the model known as “Cultural intelligence”, which comprises of four 
elements, namely motivational, cognitive, metacognitive and behavioural. According to 
Prime and Salib (2014), inclusion involves leaders who value talents, experiences, and 
identities of employees whilst finding common ground. In their recent published 
literature, Shore et al. (2011) highlight employee inclusion as experiencing 
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belongingness and uniqueness while maintaining one’s cultural distinctiveness. The 
results discussed above illustrate that a leader needs to demonstrate elements of 
cultural intelligence for employees to experience inclusion.  
 
Positive correlations were found between commitment and uniqueness (0.707) and 
commitment and belongingness (0.634). This indicates that there is a strong level of 
association between these constructs. According to Dillon and Bourke (2016), highly 
inclusive leaders are committed to diversity and inclusion because these objectives 
align with their personal values and they believe in the business case. The authors 
further postulate that commitment in leaders is underlined by fairness, respect and 
proactively adapting their work practices to meet the needs of others.  
 
Positive correlations were found between courage and uniqueness (0.697) and 
courage and belongingness (0.663). This indicates a strong level of association 
between courage and employee inclusion. Courage is one of the most important 
leadership behaviours and emphasizes acknowledgement of personal limitations and 
weaknesses. Moreover, courage plays an integral role in a leader’s willingness to 
challenge entrenched organisational attitudes and practices that promote homogeneity 
(Dillon and Bourke, 2016).  
 
Prime and Salib (2014) found humility as one of the four leadership behaviours that 
predicated whether employees felt included within an organisation. Humility, according 
to Prime and Salib (2014), encompasses learning from criticism and different points of 
view as well as seeking contributions from others to overcome one’s limitations. Thus, 
humility is inextricably connected to courage. 
 
Positive correlations were found between cognizance of bias and uniqueness (0.673) 
and cognizance of bias and belongingness (0.634), indicating a strong level of 
association between these constructs. This relates to theory, in that highly inclusive 
leaders are mindful of personal and organisational blind spots and self-regulate to 
ensure “fair play”. They are deeply aware that biases can narrow their field of vision 
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and prevent them from making objective decisions. Thus, they exert considerable effort 
to learn about their own biases, self-regulate and develop corrective strategies to avoid 
their personal biases from affecting their leadership (Dillon and Bourke, 2016). 
 
Positive correlations were found between curiosity and uniqueness (0.734) and 
curiosity and belongingness (0.659). This indicates that a strong level of association 
exists between these constructs. According to Tapia and Lange (2016), inclusive 
leadership starts with attitudes, traits and behaviours that define and support a leader’s 
openness and awareness. Furthermore, Bourke and Dillon (2012a) postulate that 
highly inclusive leaders have an open mind set, a desire to understand how others view 
and experience the world and a tolerance for ambiguity. Theory suggests leaders who 
are curious tend to increase feelings of inclusivity by withholding fast judgement when 
engaging with others and engage in respectful and curious questioning to better 
understand others’ viewpoints (Bourke and Dillion, 2012; Prime and Salib, 2014; Tapia 
and Lange, 2016). 
 
Positive correlations were found between collaboration and uniqueness (0.711) and 
collaboration and belongingness (0.672). This indicates that there is a strong level of 
association between these constructs. Collaboration is one of the most important 
leadership behaviours to foster employee inclusion. When a leader actively engages in 
collaboration, he or she empowers his or her team members to make decisions about 
issues that impact their work and works hard to ensure that team members respect 
each other and that there are no out-groups within the team (Bhal et al., 2009; Bourke 
and Dillion, 2012a; Prime and Salib, 2014).  According to Luthans (2005), the out-group 
consists of team members the manager spends little, if any, time trying to support and 
develop. They receive few challenging assignments or opportunities for training and 
advancement. However, the in-group consists of team members who the leader trusts 
the most. Not only do they experience one-on-one interactions with the leader, but they 
receive the most attention. The leader often provides challenging and interesting work, 
offering opportunities for additional training and advancement for these team members. 
Within an inclusive working environment, the goal is to diminish the out-group 
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phenomenon and increase the in-group phenomenon (Luthans, 2005; Bhal et al., 
2009).  
 
The next section focuses on a comparison of responses received from the production 
line managers and the production line workers on the selected leadership behaviours 
and employee inclusion. 
 
4.5  ANALYSIS OF THE OPEN-ENDED SURVEY RESPONSES 
 
As part of the measuring instrument, an open-ended survey with three open-ended 
questions were administered to the production line managers and the production line 
workers. It specifically addressed research aims four and five and allowed for a deeper 
exploration into the meaning of the phenomena in effort to gain a detailed picture of the 
respondents’ experiences, perceptions and beliefs, providing more depth to the findings 
already presented in terms of leadership behaviours and employee inclusion.  
 
The first question within the survey required an explanation of the respondents’ 
understanding of employee inclusion. The responses from both the production line 
managers and the production line workers were analysed by identifying key themes 
which are outlined in the table below. 
 
Table 4.9: Open-ended responses for Question 1 
 
Production line managers Production line workers 
Question 1 “What is your understanding of 
employee inclusion?” 
“What is your understanding of 
employee inclusion?” 
Responses 
 
“Collaboration” “Acknowledging that we add 
value to the organisation” 
A sense of belongingness “Making us feel a part of the 
organisation”  
“Involving employees in day to 
day decision-making” 
“Involving us in decision-making 
for overall team success” 
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Production line managers Production line workers 
“Acknowledging employees’ 
individuality” 
“Knowing that we all have 
something special to bring to the 
table” 
“Embracing diversity and 
respecting employees” 
“Treating us with respect and 
fairness”  
 
The answers provided are aligned with the theoretical underpinnings of this study. The 
production line managers and the production line workers share similar sentiments of 
what employee inclusion means. The most common themes identified in their 
responses allude to uniqueness and belongingness.  
 
The second question within the survey required the production line managers and the 
production line workers to elaborate on what managers should do to encourage 
employee inclusion.  
 
Table 4.10: Open-ended responses for Question 2 
 
Production line managers Production line workers 
Question 2 “What should managers do 
to encourage employee 
inclusion within the 
workplace?” 
“What should managers do to 
encourage employee inclusion 
within the workplace?” 
Responses 
 
“Listening to the viewpoints of 
employees and celebrating 
their differences” 
“Listen to what we have to say and 
use our ideas for organisational 
success” 
“Making sure all employees 
are treated fairly and equally” 
“Treat us fairly and provide equal 
opportunities for training and 
development” 
“Embracing diversity” “Respect our cultures and 
understand that we do things 
differently” 
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Production line managers Production line workers 
“Encouraging employees to 
be themselves and be the best 
they can be” 
“Provide opportunities for us to 
reach our potential” 
“Creating an open space for 
discussion” 
“Allow us to voice our opinions” 
 
The answers provided are aligned with the theoretical underpinnings of this study. The 
responses from the managers showed that the majority of the managers agreed that 
listening to their employees and celebrating their differences are important parts of 
encouraging employee inclusion. Furthermore, commitment was emphasised in the 
responses with aspects such as personal values and being committed to treating 
employees with fairness and respect. Cultural intelligence was emphasised in the 
responses with aspects such as active learning through knowledge employees and 
adaptability (i.e. being able to work well with individuals from different cultural 
backgrounds). Curiosity was also emphasised in the responses, specifically aspects 
such as openness, perspective taking and the encouragement of diverse thinking in 
their departments. Additional themes identified and of equal importance but which were 
not emphasised as much in the responses, were courage, collaboration, cognizance of 
bias, fairness and respect, rewards and recognition and encouragement. 
  
Many of the production line workers’ responses aligned to those of the managers’ 
responses and they agreed that managers should listen to their perspectives, value 
their opinions, involve them in team discussions and provide them with opportunities 
for further development. Furthermore, collaboration was emphasised in the responses 
with aspects such as empowerment, teamwork and allowing employees to voice their 
opinions. Cultural intelligence and cognizance of bias were emphasised in the 
responses with aspects such as allowing employees to embrace their culture, making 
an effort to know more about their culture, understanding their perspectives, fair play, 
transparency and consistency as well as informed decision-making processes about 
the talent in the department. Additional themes identified and of equal importance, but 
 83 
 
which were not emphasised as much in the responses were courage, commitment and 
curiosity.  
 
The third question in the open-ended survey required production line managers to 
discuss some of the leadership behaviours they practice or strategies they use to 
encourage employee inclusion. Similarly, production line workers were required to 
discuss the leadership behaviours that their managers display or strategies they 
implement to encourage employee inclusion within the department. The responses 
were analysed by identifying key themes which are outlined below.  
 
Table 4.11: Open-ended responses for Question 3 
 
Production line managers Production line workers 
Question 3 “How do you as a manager 
encourage employee inclusion 
within your organisation? (i.e. 
what are some of the leadership 
behaviours you practice, what 
strategies and measures do you 
use to encourage employee 
inclusion)” 
“How does your manager 
encourage employee inclusion 
within your organisation? (i.e. 
what are some of the leadership 
behaviours your manager 
displays, what strategies and 
measures are in place to 
encourage employee inclusion)” 
Responses 
 
“Listening to the viewpoints of 
employees and celebrating their 
differences” 
“Including employees in decision-
making” 
“Include employees in team 
discussions and allow them to 
make informed decisions” 
“Treating us with fairness and 
respect” 
“Embracing and respecting 
diversity” 
“My manager does not 
acknowledge my ideas and 
perspectives” 
“Performing needs analysis to 
ensure appropriate training and 
“My manager does not really 
encourage employee inclusion” 
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Production line managers Production line workers 
development opportunities for all 
employees” 
“Having an open-door policy”   
 
The answers provided are aligned with the theoretical underpinnings of this study. Most 
of the managers reported that they listen to their subordinates, include them in team 
discussions and brainstorming sessions, employ transparency and acknowledge 
individual differences. Furthermore, collaboration was emphasised in the responses 
with aspects such as empowerment, encouragement, teamwork and allowing 
employees to voice their opinions. Commitment was also emphasised in the responses 
with aspects such as being committed to treating employees with fairness and respect. 
Cultural intelligence was emphasised in the responses with aspects such as active 
learning through knowledge employees and adaptability. Additional themes identified 
and of equal importance, but which were not emphasised as much in the responses 
were courage, cognizance of bias, fairness and respect, rewards and recognition and 
encouragement.  
 
Many of the employees’ responses differed from the managers’ responses as most, but 
not all of them believe their managers do not display all of the leadership behaviours 
that influence employee inclusion. This was evident in answers such as …” My 
manager does not really encourage employee inclusion” and “My manager does not 
make an effort to acknowledge our ideas and perspectives”. However, there were 
employees who believe their managers do in fact display leadership behaviours that 
foster employee inclusion within the department. Collaboration was emphasised in the 
responses with aspects such as encouragement, teamwork and a sense of 
responsibility. Furthermore, cognizance of bias was emphasised with aspects such as 
fair play, transparency, informed decision-making and consistency. 
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4.6  MANN-WHITNEY U TEST 
 
A Mann-Whitney U Test was used to compare the responses obtained from both the 
production line managers and the production line workers as well as responses 
between male and female employees. This inferential statistic specifically addresses 
research aims four and five. 
 
Research Aim 4 
To determine the extent to which production line managers in a confectionery 
organisation exhibit leadership behaviours that contribute to employee inclusion. 
 
Research Aim 5 
To identify the extent to which production line workers at a confectionery organisation 
experience inclusion. 
 
The Mann-Whitney U Test is a non-parametric test that is used to analyse the difference 
between the medians of two data sets (i.e. two different groups of participants). It ranks 
the data for each condition and analyses the differences between two rank totals. By 
using the critical values tables, it is possible to assess the degree to which any 
observed difference is a result of chance or fluke (Salkind, 2010). The Mann-Whitney 
U test focuses on the null hypothesis and the p-value. It starts with an assumption that 
there is no significant difference between two different groups of participants, and in 
this case the null hypothesis assumes there is no difference between the production 
line managers and the production line workers (Ho: Um = Uw). When the p-value is 
below 0.05, there is a significant difference between the two groups. Thus, the null 
hypothesis is rejected (Rumsey, 2011).  
 
The table below presents the comparison between the production line managers and 
the production line workers, using the Mann-Whitney U Test. 
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Table 4.12: Comparison between the production line managers and the 
production line workers 
 
It is evident from the above Table 4.12, that there are several significant differences 
between the median responses of the production line managers and the production line 
workers. These differences are indicated in red in the above table.  
 
The questions found to have significant differences in the median responses between 
the production line managers and the production line workers, explore the leadership 
behaviours, where an incongruence exists between responses. The production line 
Variable Rank 
Sum 
Rank 
Sum 
U Z Exact p-
value 
Commitment 10532.50 1095.500 521.5000 -1.88160 0.070533 
Commitment  10680.00 948.000 669.0000 -0.80208 0.456117 
Courage 10237.00 1391.000 226.0000 -4.08641 0.000025 
Courage 10584.00 1044.000 573.0000 -1.51787 0.152719 
Cognizance of bias 10243.50 1384.500 232.5000 -4.00660 0.000032 
Cognizance of bias 10309.00 1319.000 298.0000 -3.55345 0.000371 
Curiosity 10316.50 1311.500 305.5000 -3.46272 0.000465 
Curiosity 10758.50 869.500 747.5000 -0.20712 0.844299 
Cultural intelligence 10451.00 1177.000 440.0000 -2.49389 0.015750 
Cultural intelligence 10317.00 1311.000 306.0000 -3.55763 0.000481 
Collaboration 10717.00 911.000 706.0000 -0.51846 0.628095 
Collaboration 10518.50 1109.500 507.5000 -1.99476 0.055925 
Uniqueness 10508.50 1119.500 497.5000 -2.05873 0.047070 
Uniqueness 10520.00 1108.000 509.0000 -1.99194 0.057848 
Belongingness 10429.50 1198.500 418.5000 -2.66291 0.009769 
Belongingness 10522.00 1106.000 511.0000 -1.96876 0.059824 
Statistically Significant differences = (All p-values < 0.05) 
No Statistically Significant differences = (All p-values > 0.05) 
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managers showed a stronger tendency towards favourable responses and the 
production line workers showed a stronger tendency towards unfavourable responses 
for the following leadership behaviours: 
 
• Courage 
Question 3 specifically deals with managers acknowledging their personal limitations, 
weaknesses and mistakes as a foundational element of courage. The p-value for this 
question is 0.000025, which is less than 0.05. Therefore, the null hypothesis is rejected 
and one can conclude that a significant difference exists between median responses. 
It is evident that the production line managers and the production line workers have 
different views in terms of the extent to which the above-mentioned foundational 
element of courage is exhibited as a leadership behaviour within their department. 
 
• Cognizance of bias 
Questions 5 and 6 deal with the manager being open to learning about his or her 
personal biases through feedback from team members, preventing personal biases to 
influence decisions about others as well as employing transparent, consistent and 
informed decision-making about existing talent within the work team as foundational 
elements of cognizance of bias. The p-values for the above questions are 0.000032 
and 0.000371 which are less than 0.05. Therefore, the null hypothesis is rejected and 
one can conclude that a significant difference exists between median responses. It is 
evident that the production line managers and the production line workers have 
different views in terms of the extent to which the above-mentioned foundational 
elements of cognizance of bias are exhibited as a leadership behaviour within their 
department. 
 
• Curiosity 
Question 7 specifically deals with the ability of managers to withhold fast judgment 
when engaging with diverse individuals, demonstrating curiosity in their interactions 
with subordinates and listening attentively to better understand their points of view. The 
p-value for this question is 0.000465, which is less than 0.05. Therefore, the null 
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hypothesis is rejected and one can conclude that a significant difference exists between 
median responses. It is evident that the production line managers and the production 
line workers have different views in terms of the extent to which the above-mentioned 
foundational elements of curiosity are exhibited as leadership behaviour within their 
department. 
 
• Cultural Intelligence 
Questions 9 and 10 deal with the manager displaying an active interest in learning 
about their subordinates’ cultures, working with individuals from different cultural 
backgrounds and using appropriate verbal and nonverbal behaviour in cross-cultural 
encounters as foundational elements of cultural intelligence. The p-values for the above 
questions are 0.015750 and 0.000481, which are less than 0.05. Therefore, the null 
hypothesis is rejected and one can conclude that a significant difference exists between 
median responses. It is evident that the production line managers and the production 
line workers have different views in terms of the extent to which the above-mentioned 
foundational elements of cultural intelligence are exhibited as leadership behaviour 
within their department. 
 
The questions found to have significant differences in the median responses between 
the production line managers and the production line workers, explore employee 
inclusion, where an incongruence exists between responses. The production line 
managers showed a stronger tendency towards favourable responses and the 
production line workers showed a stronger tendency towards unfavourable responses 
for the following constructs of employee inclusion: 
 
• Uniqueness  
Question 13 specifically deals with managers encouraging and valuing the unique 
talents of their team members. The p-value for this question is 0.047070, which is 
slightly less than 0.05. Therefore, the null hypothesis is rejected and one can conclude 
that there is an existing difference between median responses. It is evident that the 
production line managers and the production line workers have different views in terms 
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of the extent to which the above-mentioned element of uniqueness within their 
department is encouraged as a construct of employee inclusion.  
 
• Belongingness 
Question 15 specifically deals with the importance of the principle of feeling included 
within the team (i.e. a sense of belongingness). The p-value for this question is 
0.009769, which is less than 0.05. Therefore, the null hypothesis is rejected and one 
can conclude that a significant difference exists between median responses. It is 
evident that the production line managers and the production line workers have 
different views in terms of the extent to which the above-mentioned element of 
belongingness within their department is encouraged as a construct of employee 
inclusion. 
 
The questions found to have no significant differences in the median responses 
between the production line managers and the production line workers, explore the 
leadership behaviours, where congruence exists between responses. Both production 
line managers and workers showed a stronger tendency towards favourable responses 
for the following leadership behaviours: 
 
• Commitment 
Questions 1 and 2 deal with the dynamic action of fairness and respect within the 
department as well as the manager’s effort towards making diversity and inclusion 
business priorities and providing resources to improve the latter as foundational 
elements of commitment. The p-values for the above questions are 0.070533 and 
0.456117, which are greater than 0.05. Therefore, the null hypothesis is accepted and 
one can conclude that there is no significant difference between median responses. It 
is evident that the production line managers and the production line workers share 
similar views in terms of the extent to which the above-mentioned foundational 
elements of commitment are exhibited as leadership behaviour within their department. 
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• Courage 
Question 4 specifically deals with the ability of managers to challenge fixed 
organisational attitudes and practices as a foundational element of courage. The p-
value for this question is 0.152719, which is greater than 0.05. Therefore, the null 
hypothesis is accepted and one can conclude that there is no significant difference 
between median responses. It is evident that the production line managers and the 
production line workers share similar views in terms of the extent to which the above-
mentioned foundational element of courage is exhibited as a leadership behaviour 
within their department. 
 
• Curiosity 
Question 8 specifically deals with the demonstration and encouragement of creative 
thinking within the department as a foundational element of curiosity. The p-value for 
this question is 0.844299, which is greater than 0.05. Therefore, the null hypothesis is 
accepted and one can conclude that there is no significant difference between median 
responses. It is evident that the production line managers and the production line 
workers share similar views in terms of the extent to which the above-mentioned 
foundational element of curiosity is exhibited as a leadership behaviour within their 
department. 
 
• Collaboration 
Questions 11 and 12 deal with the demonstration and encouragement of respect 
amongst team members, empowering team members to make informed decisions 
about issues that impact their work, the appropriate management of conflict and the 
inclusion of all team members in team discussions as foundational elements of 
collaboration. The p-values for the above questions are 0.628095 and 0.055925, which 
are greater than 0.05. Therefore, the null hypothesis is accepted and one can conclude 
that there is no significant difference between median responses. It is evident that the 
production line managers and the production line workers share similar views in terms 
of the extent to which the above-mentioned foundational elements of collaboration are 
exhibited as leadership behaviour within their department. 
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The questions found to have no significant differences in the median responses 
between the production line managers and the production line workers, explore 
employee inclusion, where a congruence exists between responses. The production 
line managers and workers showed a stronger tendency towards favourable responses 
for the following constructs of employee inclusion: 
 
• Uniqueness 
Question 14 specifically deals with managers providing the necessary information to all 
team members in order to perform their work well and affording them the opportunity 
to solve problems in their own unique way. The p-value for this question is 0.057848, 
which is slightly greater than 0.05. Therefore, the null hypothesis is accepted and one 
can conclude that there is no significant difference between median responses. It is 
evident that the production line managers and the production line workers share similar 
views in terms of the extent to which the above-mentioned element of uniqueness 
within their department is encouraged as a construct of employee inclusion. 
 
• Belongingness 
Question 16 specifically deals with managers embracing diversity and the act of 
creating a safe, open and trusting environment for all team members. The p-value for 
this question is 0.059824, which is slightly greater than 0.05. Therefore, the null 
hypothesis is accepted and one can conclude that there is no significant difference 
between median responses. It is evident that the production line managers and the 
production line workers share similar views in terms of the extent to which the above-
mentioned element of belongingness within their department is encouraged as a 
construct of employee inclusion. 
 
In conclusion, the Mann-Whitney U Test identified that there is a congruence and 
incongruence between responses obtained from the production line managers and the 
production line workers. This is due to the way the respondents perceived each 
question in the questionnaire. It is evident that there were significant differences found 
between the median responses for the production line managers and the production 
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line workers in terms of leadership behaviours such as courage, cognizance of bias, 
curiosity and cultural intelligence and both elements of employee inclusion (i.e. 
uniqueness and belongingness). However, a level of incongruence exists, as no 
significant differences were found between the median responses for the production 
line managers and the production line workers in terms of leadership behaviours such 
as commitment, courage, curiosity and collaboration as well as both elements of 
employee inclusion (i.e. uniqueness and belongingness). Therefore, one can conclude 
that there is a congruence and incongruence between median responses obtained for 
courage and curiosity in terms of leadership behaviours as well as uniqueness and 
belongingness in terms of employee inclusion. It seems that there is a general 
agreement between the production line managers and the production line workers that 
managers do in fact exhibit commitment, courage, curiosity and collaboration as 
leadership behaviours. There is a congruence that exists for commitment and 
collaboration whereas an incongruence exists for courage and curiosity.  
 
Table 4.13 presents the comparison between male and female production line workers 
using the Mann-Whitney U Test, where the null hypothesis states: “There is no 
difference between the median responses of male and female production line workers”. 
 
Table 4.13: Comparison between male and female production line workers 
Variable Rank 
Sum 
Rank 
Sum 
U Z Exact P-
value 
Commitment 6188.500 5439.500 2513.500 1.378170 0.168152 
Commitment  6258.000 5370.000 2444.000 1.634274 0.102202 
Courage 6177.000 5451.000 2525.000 1.335794 0.181618 
Courage 6196.000 5432.000 2506.000 1.405808 0.159782 
Cognizance of bias 6418.000 5210.000 2284.000 2.223866 0.026158 
Cognizance of bias 6027.500 5600.500 2674.500 0.784894 0.432516 
Curiosity 6137.500 5490.500 2564.500 1.190238 0.233954 
Curiosity 6036.500 5591.500 2665.500 0.818058 0.413324 
Cultural intelligence 6245.000 5383.000 2457.000 1.586370 0.112656 
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Variable Rank 
Sum 
Rank 
Sum 
U Z Exact P-
value 
Cultural intelligence 6187.000 5441.000 2515.000 1.372643 0.169864 
Collaboration 6304.000 5324.000 2398.000 1.803782 0.071266 
Collaboration 6484.000 5144.000 2218.000 2.467072 0.013623 
Uniqueness 6181.000 5447.000 2521.000 1.350533 0.176846 
Uniqueness 6183.000 5445.000 2519.000 1.357903 0.174495 
Belongingness 6260.500 5367.500 2441.500 1.643487 0.100283 
Belongingness 6078.000 5550.000 2624.000 0.970984 0.331557 
Statistically Significant differences = (All p-values < 0.05) 
No Statistically Significant differences = (All p-values > 0.05) 
 
It is evident from the above Table 4.13, that there are only a few significant differences 
between the median responses of the male production line workers and the female 
production line workers. These differences are indicated in red in the above table.  
 
The questions found to have significant differences in the median responses between 
male and female production line workers, explore the leadership behaviours, where an 
incongruence exists between responses: 
 
• Cognizance of bias 
Question 5 specifically deals with the manager being open to learning about his or her 
personal biases through feedback from team members and preventing personal biases 
to influence decisions about others as the foundational elements of cognizance of bias. 
The p-value for this question is 0.026158, which is less than 0.05 (refer to Table 4.13). 
Therefore, the null hypothesis is rejected and one can conclude that a significant 
difference exists between median responses. It is evident that male and female 
production line workers have different views in terms of the extent to which the above-
mentioned foundational elements of cognizance of bias are exhibited as leadership 
behaviour within their department. 
 
 94 
 
• Collaboration 
Question 12 specifically deals with the appropriate management of conflict and the 
inclusion of all team members in team discussions as the foundational elements of 
collaboration. The p-value for this question is 0.013623, which is less than 0.05 (refer 
to Table 4.13). Therefore, the null hypothesis is rejected and one can conclude that a 
significant difference exists between median responses. It is evident that male and 
female production line workers have different views in terms of the extent to which the 
above-mentioned foundational elements of collaboration are exhibited as leadership 
behaviour within their department. 
 
Currently, there is no existing literature that specifically compares the differences 
between males and females in terms of leadership behaviours. However, from the 
results of this research study, it is evident that male and female production line workers 
differ in terms of the extent to which their managers exhibit cognizance of bias and 
collaboration as leadership behaviours within their departments. The male production 
line workers showed a stronger tendency towards negative responses whereas the 
female production line workers showed a stronger tendency towards positive 
responses. 
 
The questions found to have no significant differences in the median responses 
between male and female production line workers, explore both leadership behaviours 
and employee inclusion, where congruence exists between responses. These 
questions included leadership behaviours such as commitment (questions 1 and 2), 
courage (questions 3 and 4), cognizance of bias (question 6), curiosity (questions 7 
and 8), cultural intelligence (questions 9 and 10), collaboration (question 11) and both 
constructs of employee inclusion, i.e. uniqueness and belongingness (questions 13, 
14, 15, 16). Thus, both male and female production line workers shared similar views 
in terms of the extent to which the above-mentioned leadership behaviours are 
exhibited as leadership behaviours within their department and the extent to which 
uniqueness and belongingness within their department are encouraged as constructs 
of employee inclusion. This relates to theory, as Prime and Salib (2014) postulate that 
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when it comes to employee inclusion, women and men shared the same inclusion 
formula, uniqueness plus belongingness. Their study found that women and men from 
countries such as Australia, China, Germany, Mexico and the United States are of the 
opinion that uniqueness and belongingness, in combination, created a sense of 
employee inclusion.  
 
The highest level of congruence is displayed by Question 6, which specifically deals 
with the manager employing transparent, consistent and informed decision-making 
about existing talent within the work team as a foundational element for cognizance of 
bias. The p-value is 0.432516, which is greater than 0.05. Therefore, the null hypothesis 
is accepted and one can conclude that there is no significant difference between 
median responses.  
 
It should be noted that there is a level of incongruence and congruence that exists 
between the responses of the male and female production line workers for cognizance 
of bias. There was a significant difference found for Question 5, which specifically deals 
with the manager being open to learning about his or her personal biases through 
feedback from team members and preventing personal biases to influence decisions 
about others as the foundational elements of cognizance of bias. However, there was 
no significant difference found for Question 6, which specifically deals with the manager 
employing transparent, consistent and informed decision-making about existing talent 
within the work team. Therefore, one can conclude that both male and female 
production line workers agreed that their managers employ transparent, consistent and 
informed decision-making, however, they disagreed that their managers are open to 
learning about his/her personal biases through feedback from team members and the 
prevention of personal biases of influencing decisions about others. 
 
The lowest level of congruence is displayed by Question 15, which specifically deals 
with the principle of feeling included as an element of employee inclusion. The p-value 
is 0.100283, which is greater than 0.05. Therefore, the null hypothesis is accepted and 
one can conclude that there is no significant difference between median responses.  
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A level of congruence exists between the responses of the male and female production 
line workers for belongingness as an element of employee inclusion. There was no 
significant difference found for Question 15, which specifically deals with the principle 
of feeling included. Therefore, one can conclude that both male and female production 
line workers agreed to some extent that their managers make them feel included.  
 
In conclusion, the Mann-Whitney U Test identified that there is a larger extent of 
congruence than incongruence between responses obtained from male and female 
production line workers. It is evident that significant differences were found between 
the median responses for male and female production line workers for leadership 
behaviours such as cognizance of bias and collaboration. However, no significant 
differences were found between the median responses for male and female production 
line workers for leadership behaviours such as commitment, courage, curiosity, cultural 
intelligence and both elements of employee inclusion (i.e. uniqueness and 
belongingness). 
 
4.7  KRUSKAL-WALLIS TEST 
 
A Kruskal-Wallis Test was used to compare the differences in responses obtained from 
the production line managers and the production line workers based on their respective 
tenure. Current literature on leadership behaviours and employee inclusion has not 
explored the role of the respective tenure of managers or workers and how it may 
influence their perceptions of the extent to which leadership behaviours are exhibited 
and their experiences of employee inclusion (Prime and Salib, 2014; Dillon and Bourke, 
2016; Tapia and Lange, 2016). Thus, it was worth investigating. The Kruskal-Wallis 
Test was used as the Mann-Whitney U Test only allows for comparison between two 
data sets whereas the Kruskal-Wallis Test is an extension, allowing comparison 
between multiple data sets. 
 
The Kruskal-Wallis is a non-parametric test which is a rank-based test. This test is used 
to analyse the differences between multiple data sets (i.e. comparing more than two 
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categories). It ranks the data for each condition and analyses the differences between 
rank totals. By using the critical values tables, it is possible to assess the degree to 
which any observed difference is a result of chance or fluke (Salkind, 2010). The 
Kruskal-Wallis Test focuses on the null hypothesis and the p-value. It starts with an 
assumption that there is no significant difference between the different categories. In 
this case, the null hypothesis assumes there is no difference between the responses 
of production line managers (Um) and production line workers (Uw) based on the 
category of tenure (Ut); (Ho: Um + Uw = Ut). When the p-value is below 0.05, there is 
a significant difference between the data sets, thus, the null hypothesis is rejected 
(Rumsey, 2011).  
 
Table 4.14: Comparison between the responses of production line workers based 
on tenure 
Questions Variable Exact P-value 
Question 1 Commitment 0.6124 
Question 2 Commitment  0.6736 
Question 3 Courage 0.2963 
Question 4 Courage 0.8422 
Question 5 Cognizance of bias 0.0588 
Question 6 Cognizance of bias 0.4890 
Question 7 Curiosity 0.6384 
Question 8 Curiosity 0.4285 
Question 9 Cultural intelligence 0.7951 
Question 10 Cultural intelligence 0.0892 
Question 11 Collaboration 0.4410 
Question 12 Collaboration 0.5154 
Question 13 Uniqueness 0.7751 
Question 14 Uniqueness 0.6107 
Question 15 Belongingness 0.2869 
Question 16 Belongingness 0.7009 
 Statistically Significant differences = (All p-values < 0.05) 
No Statistically Significant differences = (All p-values > 0.05) 
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It is evident from the above Table 4.14, that there are only a few significant differences 
between the responses of the production line workers based on their tenure. These 
differences are indicated in red in the above table.  
 
The questions found to have significant differences in the responses between 
production line managers and workers based on their tenure, explore cognizance of 
bias and cultural intelligence as leadership behaviours. The p-value of cognizance of 
bias is 0.0588 and cultural intelligence is 0.0892, which is a little over the significance 
point of 0.05 (refer to Table 4.14). However, it is worth investigating. If the Kruskal-
Wallis statistic is significant, the Chi-square Test is useful for further analysis. Further 
analysis was conducted to investigate these questions using the Chi-square Test.  
 
According to Salkind (2010), the Chi-square Statistical Test is used for testing 
relationships between categorical variables. The null hypothesis of the Chi-square Test 
is that no significant relationship exists between the categorical variables (Rumsey, 
2011). In this case, the Chi-square goodness of fit test was used. According to Lane 
(2013), the Chi-square goodness of fit test begins by hypothesising that the distribution 
of a variable has no significant difference. It deals with observed frequencies and 
expected frequencies. Suppose that a variable has a frequency distribution with specific 
categories into which the data has been grouped, the frequencies of occurrence of the 
variable (for each category of the variable) are called the observed values (refer to 
Tables 4.15 and 4.17). The Chi-square goodness of fit test aims at determining how 
many cases there would be in each category if the sample data were distributed exactly 
according the hypothesis. This is called the expected values (refer to Tables 4.16 and 
4.18).  The Chi-square goodness of fit test starts with the assumption that there are no 
significant differences between variables. Therefore, the null hypothesis is that the 
observed frequencies are equal to the expected frequencies. The alternative 
hypothesis is that the observed frequencies differ significantly from the expected 
frequencies, thus rejecting the null hypothesis (Salkind, 2010). 
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Table 4.15: Chi-square Test – Observed frequencies for Question 5 
Tenure 
categories 
Response 
 1 
Response  
2 
Response 
 3 
Response 
 4 
Number of 
participants 
0 – 9 years 14 14 17 8 53 
10 – 19 years 11 25 16 12 64 
20 – 29 years 14 6 6 2 28 
30 years > 3 1 3 0 7 
All 
participants 
42 46 42 22 152 
 
Table 4.16: Chi-square Test – Expected frequencies for Question 5 (under the 
assumption that Ho is true)  
Tenure 
categories 
Response 
 1 
Response  
2 
Response 
 3 
Response 
 4 
Number of 
participants 
0 – 9 years 14.6 16.0 14.6 7.7 53.0 
10 – 19 years 17.7 19.4 17.7 9.3 64.0 
20 – 29 years 7.7 8.5 7.7 4.1 28.0 
30 years > 1.9 2.1 1.9 1.0 7.0 
All 
participants 
42.0 46.0 42.0 22.0 152.0 
 
It is evident from the above Tables 4.15 and 4.16, that there is some evidence of 
differences in the responses based on respective tenures for Question 5. Therefore, 
the null hypothesis is rejected. From the above tables, it is further evident that the 
production line managers and workers who have been working at the organisation for 
0 – 9 years and 10 – 19 years, leaned more towards neutral responses in terms of the 
extent to which they believe cognizance of bias is exhibited as a leadership behaviour 
within the department. Whereas the production line managers and workers who have 
been working at the organisation for 20 – 29 years and 30 years or more, leaned 
towards a negative response in terms of the extent to which cognizance of bias is 
exhibited as a leadership behaviour within the department. Question 5 specifically deals 
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with the manager being open to learning about his or her personal biases through 
feedback from team members and preventing personal biases to influence decisions 
about others as foundational elements of cognizance of bias. Dillon and Bourke (2016) 
postulate that highly inclusive leaders are mindful of personal and organisational blind 
spots and self-regulate to ensure fair play. They are deeply aware that biases can 
narrow their field of vision and prevent them from making objective decisions. 
Therefore, cognizance of bias plays an integral role in fostering employee inclusion.  
 
Table 4.17: Chi-square Test – Observed frequencies for Question 10 
Tenure 
categories 
Response 
 1 
Response  
2 
Response 
 3 
Response 
 4 
Number of 
participants 
0 – 9 years 6 18 20 9 53 
10 – 19 years 2 28 26 8 64 
20 – 29 years 3 14 8 3 28 
30 years > 0 1 3 3 7 
All 
participants 
11 61 57 23 152 
 
Table 4.18: Chi-square Test – Expected frequencies for Question 10 (under the 
assumption that Ho is true)  
Tenure 
categories 
Response 
 1 
Response  
2 
Response 
 3 
Response 
 4 
Number of 
participants 
0 – 9 years 3.8 21.3 19.9 8.0 53.0 
10 – 19 years 4.6 25.7 24.0 9.7 64.0 
20 – 29 years 2.0 11.2 10.5 4.2 28.0 
30 years > 0.5 2.8 2.6 1.1 7.0 
All 
participants 
11.0 61.0 57.0 23.0 152.0 
 
It is evident from the above Tables 4.17 and 4.18, that there is some evidence of the 
differences in the responses based on respective tenures for question 10. Therefore, 
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the null hypothesis is rejected. From the above tables, it is evident that the production 
line managers and workers who have been working at the organisation for 0 – 9 years, 
10 – 19 years and 30 years and more, leaned more towards favourable responses in 
terms of the extent to which cultural intelligence is exhibited as a leadership behaviour 
within the department. Whereas the production line managers and workers who have 
been working at the organisation for 20 – 29 years, leaned towards a neutral response 
in terms of the extent to which cultural intelligence is exhibited as a leadership 
behaviour within the department. Question 10 specifically deals with the manager using 
appropriate verbal and nonverbal behaviour in cross-cultural encounters as one of the 
foundational elements of cultural intelligence. Dillon and Bourke (2016) postulate that 
highly inclusive leaders are confident and display effectiveness in cross-cultural 
interactions. Therefore, cultural intelligence plays an integral role in fostering employee 
inclusion. 
 
In conclusion, the Kruskal-Wallis and Chi-square goodness of fit tests identified that 
there is a larger extent of congruence than incongruence between responses obtained 
from the production line managers and the production line workers based on their 
respective tenures. It is evident that there were significant differences found between 
the responses in terms of leadership behaviours such as cognizance of bias and 
cultural intelligence. However, there were no significant differences found between the 
responses based on their tenures in terms of leadership behaviours such as 
commitment, courage, curiosity, collaboration and both elements of employee inclusion 
(i.e. uniqueness and belongingness). Therefore, from this study, one can conclude that 
the tenure (with the organisation) of the participant does play a role in the extent to 
which they believe leadership behaviours are exhibited.  
 
4.8  CONCLUSION 
 
In conclusion, this chapter presented the statistical analysis and interpretation of the 
results obtained from this study, with the aim of addressing research aims four, five and 
six. Both descriptive and inferential statistics were used to analyse and summarize the 
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results. This chapter revealed that there is indeed a relationship between leadership 
behaviours and employee inclusion. However, a level of congruence and incongruence 
exists between the responses of the production line managers and the production line 
workers. Further exploration and interpretation of these results will be discussed in 
Chapter 5. 
 
The theory and results obtained from this chapter serve as a basis for drawing 
conclusions and recommendations based on the study which will be presented in 
Chapter 5. 
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CHAPTER FIVE 
SUMMARY AND CONCLUSION OF STUDY 
 
5.1  INTRODUCTION 
 
In Chapter 4, the statistical analysis and the interpretation of data obtained from the 
empirical study were presented. This chapter presents a summary of the study, 
conclusions from the literature study, as well as the findings from the empirical study. 
The conclusions are drawn regarding the research aims. Furthermore, 
recommendations for the organisation are made, limitations of the study are discussed 
and finally, research opportunities that emanate from this research are presented for 
future research.  
 
5.2  SUMMARY OF MAIN FINDINGS 
 
The aim of this study was to investigate the relationship between leadership behaviours 
and employee inclusion. A literature survey and an empirical study were conducted, 
and the analysis and interpretation of the results obtained were presented in Chapter 
4. The following sections explain the approach used in addressing the hypotheses and 
research aims to achieve the purpose of this study.  
 
The main problem addressed in this study was: 
To what extent do managers in the confectionary organisation exhibit leadership 
behaviours that lead to employee inclusion and to what extent do the pre-determined 
leadership behaviours (i.e. commitment, courage, cognizance of bias, curiosity, 
cultural intelligence and collaboration) result in employee inclusion? 
 
The main hypotheses addressed in this study was: 
• H1: There is a significant relationship between leadership behaviours and 
employee inclusion 
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• H2: The behaviours of the leader influence the employees’ experience of 
inclusion 
 
For the purpose of this study, a literature study was conducted to explore the concept 
of leadership, with the main emphases on leadership behaviours and employee 
inclusion. The literature study included a study of employee inclusion and specifically 
examined the leader’s role in influencing the experience of inclusion of employees by 
exhibiting specific leadership behaviours. An empirical study was conducted amongst 
the production line managers and the production line workers at a confectionary 
organisation, with a closed-ended questionnaire and an open-ended survey as the data 
collecting tools. This was conducted to evaluate the perceptions of the production line 
managers and the production line workers about the extent to which specific leadership 
behaviours are exhibited within the organisation, specifically that of the production line 
managers. The empirical study was also aimed at evaluating the perceptions of both 
the production line managers’ and the production line workers’ experiences of 
employee inclusion, specifically that of the production line workers. To address the 
main problem and hypotheses of this study, the following research aims were identified. 
 
5.2.1  Conclusions regarding the specific theoretical aims 
 
Research Aim 1 
To identify leadership behaviours that influence employee inclusion. 
 
To address this research aim, a theoretical study was undertaken and presented in 
Chapter 2. The theoretical study involved the exploration of the concept of leadership 
as well as a historical overview of leadership in an industrial and organisational context. 
Furthermore, it encapsulated the essence of inclusive leadership by focusing on 
specific components of leadership behaviour and the study of employee inclusion. 
Common themes related to the concept of leadership were identified in various sources 
by several scholars (Mosadeghard, 2006, p. 12; Cunningham et al., 2010; Myers et al., 
2010, p. 459; Botha et al., 2013) which included the leader, the follower and a shared 
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vision. It was discovered that the interaction between the leader and the follower 
relationship is influenced by the ability of the leader to engage in the social process of 
influencing people to work towards a purposeful group or organisational goal 
(Cunningham et al., 2010). It was discovered that various components of leadership 
behaviour such as commitment, courage, cognizance of bias, curiosity, cultural 
intelligence and collaboration positively influenced employee inclusion (Prime and 
Salib, 2014; Dillon and Bourke, 2016).  
 
Research Aim 2 
To identify and describe aspects of employee inclusion, such as belongingness and 
acknowledgment of individual uniqueness. 
 
This research aim was addressed by a theoretical study of employee inclusion and its 
distinctive characteristics and significance. The theoretical study was presented in 
Chapter 2 and revealed two underlying themes of employee inclusion, namely 
uniqueness and belongingness (Shore et al., 2011, p. 4; Prime and Salib, 2014, p. 6). 
Shore et al. (2011) proposed a 2 x 2 framework for inclusiveness within the 
workplace. These authors proposed that uniqueness and belongingness work 
interdependently to create feelings of employee inclusion. It was discovered that a high 
value in uniqueness and belongingness resulted in the individual being treated as an 
insider and at the same time being encouraged to retain uniqueness within the work 
group (Shore et al., 2011). Furthermore, various authors are of the opinion that 
inclusive workplaces are defined by an increase in the benefits of diversity when an 
individual is able to experience both a sense of belongingness and uniqueness within 
the organisation (Carmeli et al., 2010; Shore et al., 2011; Prime and Salib, 2014; Garg, 
2015; Dillon and Bourke, 2016). 
 
Research Aim 3 
To explore specific leadership behaviours such as commitment, courage, cognizance 
of bias, curiosity, cultural intelligence and collaboration that contribute to employee 
inclusion. 
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This research aim was also addressed by the theoretical study presented in Chapter 2. 
The theoretical study focused on the relationship between leadership behaviours and 
employee inclusion. Based on insight gained from a recent study, inclusive leaders 
demonstrated six leadership behaviours, namely commitment, courage, cognizance of 
bias, cultural intelligence and collaboration (Dillon and Bourke, 2016). According to 
authors Prime and Salib (2014) and Dillon and Bourke (2016), these leadership 
behaviours are contributing factors for employee inclusion within an organisation.  
 
5.2.2  Conclusions regarding the specific empirical aims 
 
Research Aim 4 
To determine the extent to which production line managers in a confectionary 
organisation exhibit leadership behaviours that contribute to employee inclusion. 
 
To address this research aim, an empirical study by means of a closed-ended 
questionnaire and an open-ended survey, was conducted at the confectionary 
organisation. The researcher administered the questionnaire and the survey in a quest 
to determine if the production line managers believed they exhibited the leadership 
behaviours that contributed to employee inclusion and if the production line workers 
believed their managers exhibited the leadership behaviours that contributed to 
employee inclusion. The sample consisted of both production line managers and 
production line workers. Their responses were statistically analysed, interpreted and 
discussed in Chapter 4 of this study.  
 
The results from the closed-ended questionnaire suggested that managers, in general, 
believed that they exhibited the leadership behaviours associated with employee 
inclusion and that they encouraged employee inclusion within their department. 
However, workers, in general, believed that their managers exhibited certain but not all 
leadership behaviours associated with employee inclusion. It should be noted that the 
results obtained from the production line workers showed a stronger tendency towards 
unfavourable responses.  
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The results from the open-ended survey suggested that managers, in general, believed 
that they exhibited leadership behaviours that contributed to employee inclusion. 
However, the results of the production line workers differed from their managers in that 
most, but not all of the workers believed that their managers exhibited leadership 
behaviours that contributed to employee inclusion. There were a number of workers 
(40%) who believed their managers displayed leadership behaviours that fostered 
employee inclusion within the department. 
 
The Mann-Whitney U Test revealed that male and female production line workers 
differed in their responses in terms of the extent to which their managers exhibited 
cognizance of bias and collaboration as leadership behaviours within their 
departments. The male production line workers showed a stronger tendency towards 
negative responses whereas the female production line workers showed a stronger 
tendency towards positive responses. Further analysis was done to determine whether 
there was a difference in the results obtained from the production line managers and 
the production line workers based on their tenure. According to the Kruskal-Wallis Test, 
leadership behaviours found to have significant differences in the responses between 
the production line managers and the production line workers based on tenure, explore 
cognizance of bias and cultural intelligence. Further analysis was conducted to 
investigate these leadership behaviours using the Chi-square goodness of fit test, 
which found that both production line managers and workers who worked for the 
organisation for a shorter period of time leaned more towards neutral responses in 
terms of the extent to which cognizance of bias was exhibited as a leadership behaviour 
within the department. The production line managers and the production line workers 
who worked for the organisation for a longer period of time leaned more towards the 
negative responses. Similarly, the Chi-square goodness of fit test found that the 
production line managers and the production line workers who worked for the 
organisation for 0 – 9, 10 – 19 and 30 years or more, leaned more towards favourable 
responses in terms of the extent to which cultural intelligence was exhibited as a 
leadership behaviour within the department. The production line managers and the 
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production line workers who worked for the organisation for 20 – 29 years, leaned more 
towards a neutral response. This proved that the tenure (with the organisation) of the 
participant does play a role in the extent to which they believed leadership behaviours 
were exhibited.  
 
Research Aim 5 
To identify the extent to which production line workers at a confectionary organisation 
experience inclusion. 
 
This research aim was addressed through an empirical study conducted at the 
confectionary organisation with a closed-ended questionnaire as the data collection 
tool. The researcher administered the questionnaire to the production line workers in a 
quest to determine the extent to which they experienced employee inclusion. 
Furthermore, the researcher administered the questionnaire to the production line 
managers to determine the extent to which they believed production line workers 
experienced employee inclusion within their department. A comparison was made 
between the respective responses. According to the results of Pearson’s Coefficient of 
Skewness, the production line managers, in general, leaned towards a positive point of 
view in relation to their perception of the extent to which the production line workers 
experienced employee inclusion. The majority of the production line workers leaned 
towards a negative point of view whilst the minority leaned towards a positive point of 
view in relation to the extent to which they experienced employee inclusion.  
 
Research Aim 6 
To determine the relationship between the production line managers’ behaviours and 
production line workers’ experiences of inclusion at the confectionary organisation. 
 
This research aim was also addressed through an empirical study conducted at the 
confectionary organisation with a closed-ended questionnaire as the data collection 
tool. The researcher administered the questionnaire to both the production line 
managers and the production line workers in a quest to determine the relationship 
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between the leadership behaviours and employees’ experiences of inclusion. A 
comparison was then made between the leadership behaviours exhibited and its 
influence on employee inclusion. Managers, in general believed that they exhibited the 
pre-selected leadership behaviours associated with employee inclusion and this in turn 
encouraged employee inclusion. However, the results obtained from the employees 
ranged between favourable and unfavourable responses, but showed a stronger 
tendency towards unfavourable responses. The results showed that there was some 
incongruence between the responses received from the production line managers and 
the production line workers.  
 
Furthermore, the descriptive statistics indicated a degree of congruency between the 
results obtained from the production line managers and the production line workers, 
although the managers believed the leadership behaviours they exhibited contributed 
more to belongingness as the construct of employee inclusion, employees believed that 
the leadership behaviours exhibited contributed equally to both uniqueness and 
belongingness as constructs of employee inclusion.  
 
Further analysis was conducted to determine the relationship between the leadership 
behaviours and employee inclusion according to the canonical correlation conducted. 
A positive canonical correlation was found between leadership behaviours 
(commitment, courage, cognizance of bias, curiosity, cultural intelligence and 
collaboration) and employee inclusion (uniqueness and belonginess), as the strength 
of association between these constructs exceeded the level of significance, which was 
set at 5% (0.5). This proved that there was indeed a relationship between the selected 
leadership behaviours and employee inclusion. These results are congruent with the 
leadership study conducted by Prime and Salib (2014) and Dillon and Bourke (2016), 
in which they postulated that various components of leadership behaviour such as 
commitment, courage, cognizance of bias, curiosity, cultural intelligence and 
collaboration positively influenced employee inclusion. 
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5.3  RECOMMENDATIONS 
 
The objective of this study was to determine the relationship between leadership 
behaviours and employee inclusion. A literature study and an empirical study were 
conducted to accomplish this objective and the following recommendations are made: 
 
• Research indicates a link between leadership behaviours and employee inclusion. 
If leaders in organisations are aware of the leadership behaviours they currently 
exhibit and take active action to familiarise themselves with and implement the 
preferred leadership behaviours for employee inclusion through self-development 
initiatives, leadership training and social change initiatives, it may aid in increasing 
the experience of employee inclusion amongst subordinates, thus creating an 
inclusive working environment.  
 
• Rather than emphasising just one specific leadership style, leaders should practice 
leadership behaviours and techniques based on each situation, individual or group 
with a specific focus on components such as commitment, courage, cognizance of 
bias, curiosity, cultural intelligence and collaboration to foster employee inclusion. 
According to Dillon and Bourke (2016, p. 7), these are six signature traits of an 
inclusive leader.  
 
• Organisations should create opportunities for employees to give feedback to their 
managers to raise awareness around the importance of employee inclusion. This 
can increase the quality of the organisational environment in creating an 
organisation that maximises and leverages diverse talents, backgrounds and 
perspectives of all employees. In terms of this study, the employees refer to the 
production line workers at the confectionary organisation. 
 
5.4  CHALLENGES AND LIMITATIONS 
 
The following challenges and limitations regarding the research were identified: 
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• The use of participants from a single organisation might limit the generalisations 
that could be made from the results. Furthermore, the findings in this study were 
obtained from a single organisation and might not be an accurate representation of 
the diverse South African population.  
 
• To determine the pattern of relationships between leadership behaviours and 
employee inclusion, more studies would be required within a South African context.  
  
• At the time the research was conducted, the organisation was undergoing the 
Section 189 Retrenchment Process in terms of the Labour Relations Act 66 of 1995. 
This could have affected the responses of the respondents. 
 
5.5  AREAS FOR FUTURE RESEARCH 
 
The following areas were identified: 
• As discussed in the literature study, there is limited scholarly research available 
regarding inclusive leadership. The findings of this study strengthen the supposition 
that the implementation of the pre-selected leadership behaviours does in fact 
influence employee inclusion and can be applicable in a wide variety of 
organisations, specifically within the South African context (where little to no 
research has been performed). 
 
• As previously stated, the empirical study was limited to a single organisation only. 
Similar studies could be conducted across organisations in South Africa. This will 
provide a more diverse sample. 
 
• This study revealed that the components of leadership behaviour, namely 
commitment, courage, cognizance of bias, curiosity, cultural intelligence and 
collaboration correlate strongly with employee inclusion. Future studies can 
therefore probe the extent to which these components of leadership behaviour can 
be further enhanced. 
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• A study could be conducted comparing organisations with highly inclusive working 
environments to those with lower levels of inclusive working environments to 
determine the interventions used that directly affect employee inclusion. 
 
• The leadership behaviours discussed in the literature and empirical study can 
contribute to future studies in terms of creating an inclusive leadership approach or 
style as this has not been discovered yet.  
 
• This research may serve as a foundation for future research in different 
organisational contexts within South Africa as well as other countries.   
 
5.6  CONCLUSION 
 
Within the past few years, there has been an explosion of theoretical and empirical 
work conducted on leadership behaviours. Employee inclusion has emerged as a 
contemporary area of exploration while diversity embraces a rich body of research. 
Despite the growing body of work, there has been a lack of integration concerning the 
relationship between leadership behaviour and employee inclusion. The complexity of 
the latter may allude to the consideration of different contexts and cultures of each 
country. 
   
This study has explored the meaning and interpretation that employee inclusion holds 
within a South African work context, where diversity is the order of the day. It has shown 
that managers/leaders need to exhibit specific leadership behaviours instead of 
adopting a precise leadership style in their approach to managing or leading their 
subordinates with the intention of fostering employee inclusion for organisational 
success.  
 
This study was aimed at determining the relationship between leadership behaviours 
and employee inclusion. Consequently, the findings contribute to the existing literature 
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of inclusive leadership and further enhance the understanding and importance of 
leadership behaviours in relation to employee inclusion. 
 
In conclusion, this study investigated the relationship between leadership behaviours 
and employee inclusion. Interpretations regarding the theoretical and empirical aims of 
the study were discussed. The main findings included statistically significant 
relationships between leadership behaviours and employee inclusion based on the 
responses received from the production line managers and the production line workers. 
These included minor statistically significant relationships regarding the perception of 
leadership behaviours and employee inclusion in terms of the gender and tenure of the 
participants. Therefore, recommendations were made. Leaders should be aware of 
their leadership behaviours and familiarise themselves with and implement the 
preferred leadership behaviours for employee inclusion through self-development 
initiatives, leadership training and social change initiatives. Furthermore, leaders 
should practice leadership behaviours and techniques based on each situation, 
individual or group and focus on the six signature traits of an inclusive leader and finally, 
organisations should create opportunities for employees to give feedback to their 
managers to raise awareness around the importance of employee inclusion. Lastly, the 
challenges and limitations of the study were highlighted and further research areas on 
the topic were discussed. 
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ANNEXURE A: INFORMED CONSENT FORM 
 
Dear Respondent 
 
RESEARCH STUDY: THE RELATIONSHIP BETWEEN LEADERSHIP 
BEHAVIOURS AND EMPLOYEE INCLUSION 
 
My name is Leizel Jagers. I am currently studying towards a master’s degree in 
Industrial and Organisational Psychology at Nelson Mandela University, Port Elizabeth 
and I am completing a treatise which will be submitted in partial fulfilment of the degree.   
 
You are kindly requested to participate in the study by completing a questionnaire that 
is enclosed with this letter. This questionnaire should only take 10 minutes of your time 
to complete. Kindly answer the questions truthfully and independently without 
discussions with others. Please note that your personal information is not required on 
the questionnaire, thus confidentiality and anonymity are fully assured.   
 
By signing the consent form, it is understood that you are consenting to participate in 
this study. Should you decide to participate, please answer all of the questions. If you 
have any concerns or queries, please feel free to contact me or my supervisor. Your 
participation will be highly appreciated. 
 
Yours faithfully, 
Leizel Jagers (Student)  Yonela Dube (Supervisor) 
Email: s212256017@mandela.ac.za  Email: Yonela.Dube@mandela.ac.za 
 
 
I have read the foregoing information, or it has been read to me. I have had the 
opportunity to ask questions about it and all of my questions have been answered to 
my satisfaction. I consent voluntarily to be a participant in this study. 
 
 
______________________________  ______________________________ 
Signature of participant    Date 
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ANNEXURE B: QUESTIONNAIRE FOR PRODUCTION LINE MANAGERS 
 
Section A Biographical Information: Please select the option applicable to you 
Gender Male Female 
Home language Afrikaans 
 
English 
 
Xhosa 
 
 
 
If other, 
please  
specify 
……………… 
 
Number of years in the 
company 
0-9 
years 
 
10-19  
years 
 
20-29 
 years 
 
30 years > 
 
 
Section B Leadership behaviours 
Q1. Fairness and respect within my department is: 
Not 
encouraged 
 Seldom 
encouraged 
 Often 
encouraged 
 Always 
encouraged 
 
 
Q2. Diversity and inclusion are business priorities and resources toward improving 
the latter are allocated: 
Never  Seldom  Often  Always  
 
Q3. I acknowledge my personal limitations, weaknesses and mistakes: 
Never  Occasionally  Most of the time  Always  
 
Q4. Fixed organisational attitudes and practices are challenged in my department: 
Rarely  Occasionally  Frequently  Very Frequently  
 
 
 
 126 
 
Q5. Learning about one’s personal biases through feedback from team members and 
preventing personal biases to influence decisions about others is: 
Not important 
at all 
 Of average 
importance 
 Very important  Absolutely 
essential 
 
 
Q6. Employing transparent, consistent and informed decision-making about the 
existing talent within the work team is very important: 
Never  Occasionally  Most of the time  Always  
 
Q7. Avoiding judgment when engaging with diverse people, curious questioning and 
listening attentively to better understand their viewpoints is: 
Not 
encouraged 
 Seldom 
encouraged 
 Often 
encouraged 
 Always 
encouraged 
 
 
Q8. The demonstration and encouragement of creative thinking within the department 
is: 
Little  Fair  Good  High  
 
Q9. Showing an active interest in learning about other cultures and working with 
individuals from different cultural backgrounds is: 
Not 
encouraged 
 Seldom 
encouraged 
 Often 
encouraged 
 Always 
encouraged 
 
 
Q10. Using appropriate verbal and nonverbal behaviour in cross-cultural encounters 
is: 
Not important 
at all 
 Of average 
importance 
 Very important   Absolutely 
essential 
 
 
Q11. Team members respect each other and are empowered to make informed 
decisions about issues that impact their work: 
Never  Occasionally  Most of the time  Always  
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Q12. Conflict is appropriately managed and all team members are explicitly included 
in team discussions: 
Never  Seldom  Often  Always  
 
Section C Uniqueness 
Q13. Unique talents of team members are encouraged and valued: 
Rarely  Occasionally  Frequently  Very frequently  
 
Q14. All team members are given the necessary information to perform their work 
well and are afforded opportunities to solve problems in their own unique way: 
Never  Seldom  Often  Always  
 
Section D Belongingness 
Q15. The principle of feeling included within the team is: 
Not important 
at all 
 Of average 
importance 
 Very important   Absolutely 
essential 
 
 
Q16. Diversity is embraced within the team and a safe, open and trusting environment 
is created for all team members: 
Never  Seldom  Often  Always  
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ANNEXURE C: QUESTIONNAIRE FOR PRODUCTION LINE WORKERS 
Section A Biographical Information 
Gender Male Female 
Home language Afrikaans 
 
English Xhosa 
 
 
 
If other, please 
specify 
 
……………………… 
 
Number of years 
in the company 
0-9 
years 
 
10-19 
years 
 
20-29 
years 
 
30 years > 
 
 
 
Section B Leadership behaviours 
Q1. Fairness and respect within my department is: 
Not 
encouraged 
 Seldom 
encouraged 
 Often 
encouraged 
 Always 
encouraged 
 
 
Q2. Diversity and inclusion are business priorities and resources toward 
improving the latter are allocated: 
Never  Seldom  Often  Always  
 
Q3. My line manager acknowledges his/her personal limitations, 
weaknesses and mistakes: 
Never  Occasionally  Most of the 
time 
 Always  
 
Q4. Fixed organisational attitudes and practices are challenged in my 
department: 
Rarely  Occasionally  Frequently  Very 
frequently 
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Q5. My line manager is open to learning about his/her personal biases 
through feedback from team members and prevents his/her personal biases 
from influencing decisions about others: 
Never  Occasionally  Most of the 
time 
 Always  
 
Q6. My line manager employs transparent, consistent and informed 
decision-making about the existing talent within the work team: 
Never  Occasionally  Most of the 
time 
 Always  
 
Q7. My line manager is able to withhold fast judgment when engaging with 
diverse people, shows curiosity and listens attentively to better understand 
my viewpoint: 
Rarely  Occasionally  Frequently  Very 
frequently 
 
 
Q8. The demonstration and encouragement of creative thinking within my 
department is: 
Little  Fair  Good  High  
 
Q9. My line manager shows an active interest in learning about other 
cultures and working with individuals from different cultural backgrounds: 
Never  Occasionally  Most of the 
time 
 Always  
 
Q10. Using appropriate verbal and nonverbal behaviour in cross-cultural 
encounters is: 
Not 
important at 
all 
 Of average 
importance 
 Very important   Absolutely 
essential 
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Q11. Team members respect each other and are empowered to make 
informed decisions about issues that impact their work: 
Never  Occasionally  Most of the 
time 
 Always  
 
Q12. Conflict is appropriately managed and all team members are explicitly 
included in team discussions: 
Never  Seldom  Often  Always  
 
Section C Uniqueness 
Q13. Unique talents of team members are encouraged and valued: 
Rarely  Occasionally  Frequently  Very 
frequently 
 
 
Q14. All team members are given the necessary information to perform their 
work well and are afforded opportunities to solve problems in their own 
unique way: 
Never  Seldom  Often  Always  
 
Section D Belongingness 
Q15. The principle of feeling included within the team is: 
Not 
important at 
all 
 Of average 
importance 
 Very important   Absolutely 
essential 
 
 
Q16. Diversity is embraced within the team and a safe, open and trusting 
environment is created for all team members: 
Never  Seldom  Often  Always  
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ANNEXURE D: OPEN-ENDED SURVEY FOR PRODUCTION LINE MANAGERS 
 
 
 
 
 
 
 
 
 
 
 
Leadership behaviours and employee inclusion unstructured interview 
questionnaire for production line managers 
Biographical Information 
Please select the option applicable to you 
Gender Male Female 
Home language Afrikaans 
 
English Xhosa 
 
 
If other, please 
specify 
 
……………………… 
Position Production line 
manager 
 
Production line worker 
 
Number of years in the 
company 
0-9 
years 
 
10-19 
years 
 
20-29 
years 
 
30 years > 
 
 
Please share your thoughts, perceptions and understanding of the following 
questions. You are encouraged to write/type as much as you can in the 
spaces provided below. 
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“As we explore the future of diversity in this time of transformation and change across 
the country and world, it is essential to acknowledge that even though priorities may 
change, employee inclusion will always be regarded as a significant characteristic of 
the working world to both individuals and organisations”. 
 
1. What is your understanding of employee inclusion? 
             
____________________________________________________________________
____________________________________________________________________
____________________________________________________________________
____________________________________________________________________
____________________________________________________________________
____________________________________________________________________
____________________________________________________________________
__________________________________________________________________ 
 
2. What should managers do to encourage employee inclusion within the 
workplace? 
 
____________________________________________________________________
____________________________________________________________________
____________________________________________________________________
____________________________________________________________________
____________________________________________________________________
____________________________________________________________________
____________________________________________________________________
____________________________________________________________________ 
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3. How do you as a manager encourage employee inclusion within your 
organisation? (i.e. what are some of the leadership behaviours you practice, 
and what strategies and measures do you use to encourage employee 
inclusion). 
 
____________________________________________________________________
____________________________________________________________________
____________________________________________________________________
____________________________________________________________________
____________________________________________________________________
____________________________________________________________________
____________________________________________________________________
____________________________________________________________________ 
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ANNEXURE E: OPEN-ENDED SURVEY FOR PRODUCTION LINE WORKERS 
 
 
 
 
 
 
 
 
 
 
 
Leadership behaviours and employee inclusion unstructured interview 
questionnaire for production line workers 
Biographical Information 
Please select the option applicable to you 
Gender Male Female 
Home language Afrikaans 
 
English Xhosa 
 
 
If other, please 
specify 
 
……………………… 
Position Production line 
manager 
 
Production line worker 
 
Number of years in the 
company 
0-9 
years 
 
10-19 
years 
 
20-29 
years 
 
30 years > 
 
 
Please share your thoughts, perceptions and understanding of the following 
questions. You are encouraged to write/type as much as you can in the 
spaces provided below. 
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“As we explore the future of diversity in this time of transformation and change across 
the country and world, it is essential to acknowledge that even though priorities may 
change, employee inclusion will always be regarded as a significant characteristic of 
the working world to both individuals and organisations”. 
 
1. What is your understanding of employee inclusion? 
____________________________________________________________________
____________________________________________________________________
____________________________________________________________________
____________________________________________________________________
____________________________________________________________________
____________________________________________________________________
____________________________________________________________________
____________________________________________________________________ 
 
2. What should managers do to encourage employee inclusion within the 
workplace? 
____________________________________________________________________
____________________________________________________________________
____________________________________________________________________
____________________________________________________________________
____________________________________________________________________
____________________________________________________________________
____________________________________________________________________
____________________________________________________________________ 
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3. How does your manager encourage employee inclusion within your 
organisation? (i.e. what are some of the leadership behaviours your manager 
displays, what strategies and measures are in place to encourage employee 
inclusion). 
 
____________________________________________________________________
____________________________________________________________________
____________________________________________________________________
____________________________________________________________________
____________________________________________________________________
____________________________________________________________________
____________________________________________________________________
____________________________________________________________________ 
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ANNEXURE F: RESEARCH POSTER  
 
 
 
 
 
